A Study of the Impact of Organizational Health and Work Values on Job Motivation among Textile Industry Workers by Ansari, Nasreen
A STUDY OF THE IMPACT OF ORGANIZATIONAL 
HEALTH AND WORK VALUES ON JOB MOTIVATION 
AMONG TEXTILE INDUSTRY WORKERS 
ABSTRACT 
THESIS 
SUBMITTED FOR THE DEGREE OF 
IN 
PSYCHOLOGY 
BY 
NASREEN ANSARi 
Under the Supervision of 
Dr. Kr. SAJID ALI KHAN 
Sr. Lecturer 
DEPARTMENT OF PSYCHOLOGY 
A L I G A R H MUSL IM UNIVERSITY 
AL IGARH (INDIA) 
2007 

mmm^^m^mmmmmmm^<m^^m^^m^^MMmmmw^ 
i 
n 
g 
AJpstract c 
0 
a 
^ • * 
^fc^:i^f^^jjrii^-f;a^^a 
Abstract 
The present study is a study of the impact of organizational 
health and work values on job motivation among textile industry 
workers. This study was undertaken believing that organizational 
health and work values are the important aspects that lead to 
number of outcomes in the work situations. So these are taken as 
independent variables. Job motivation has been a challenging task 
for the psychologists, managers, entrepreneurs and supervisors. A 
number of studies have been conducted on job motivation but have 
not shown consensus on any single factor or group of factors that 
equally and consistently motivate employees (Bhargava, 1978; 
Manju, 1992; Shah Alam, 1993; Chiu and Randy 2000; Foster, 
Jeremy, 2000; Haslam et al, 2000; Analoui, Farhad, 2001; Konrad, 
Edward, 2001; Kleinbeck et al, 2002; Sufficool, Tammi, 2002). 
Hence, it has been taken as dependent variable in our 
investigation. 
The major hypotheses formulated for empirical verification 
were: 
HQI: There will be no impact of organizational health on job 
motivation among overall textile industry workers. 
Ho2: There will be no impact of work values on job motivation 
among overall textile industry workers. 
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Ho3: There will be no impact of organizational health on job 
motivation among technical group of textile industry workers. 
Ho4: There will be no impact of work values on job motivation 
among technical group of textile industry workers. 
Ho5: There will be no impact of organizational health on job 
motivation among non-technical group of textile industry workers. 
Ho6: There will be no impact of work values on job motivation 
among non-technical group of textile industry workers. 
We have dealt with methodological issues and tools of 
measurement, sample, hypothesis to be tested and the experimental 
design to be selected for carrying out the research in chapter three. 
Organizational Health Scale (OHS) developed by Miles (1965), 
has been used. It comprised 40 evaluative criteria classified under 
ten dimensions namely, goal focus, communication adequacy, 
optimal power utilization, resource utilization, cohesiveness, 
morale, innovativeness, autonomy, adaptation and problem-
solving adequacy. The scale yielded total health scores as well as 
dimensions wise scores. The items in the scale were given in five 
point rating format. 
Work Value Scale (WVS) developed by Super (1996), is 
used in order to measure work values within the organizations. 
The scale consists often items which represents five types of work 
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values, namely: (1) Social (2) Extrinsic (3) Prestiege (4) Intrinsic 
and (5) Mixed. It had a four point rating scale. 
Job Motivation Scale (JMS) developed by Akhtar and Manju 
(1992) is used in the proposed study. It is a five point Likert type 
of scale. It consists of 28 items divided into extrinsic and intrinsic 
pattern. 
The present study was conducted on sample of 200 textile 
industry workers, drawn randomly from textile industries situated 
at Ganjdundawara, Dist. Etah of the state of Uttar Pradesh. Two 
broad categories were formulated from the sample, technical 
workers (N=100) and non-technical workers (N=100). The 
researcher personally contacted the workers. The method of 
collecting the data was Interview Method. 
In the present investigation there are two independent 
variables and one dependent variable. The independent variables 
are organizational health and work values and the dependent 
variable is job motivation. The relationship among the variables 
was to be found out, so correlation method was used as the 
statistical technique for analyzing the data. 
The results obtained indicated a high correlation between 
organizational health and job motivation and also between work 
values and job motivation among overall textile industry workers. 
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Further, the same trend was seen for both the group of workers 
that is, technical and non-technical group of textile industry 
workers respectively. 
The major findings may be summarized as: there is an 
impact of organizational health and work values on job motivation 
among textile industry workers. Positive organizational health and 
higher work values leads to enhancement of job motivation, which 
in turn makes the organization a perfect organization to work with. 
The study has special implications for the 
management. Many research evidence demonstrates positive 
evaluations of organizational attributes which directly or 
indirectly leads to organizational and individual effectiveness and 
productivity (Sayeed, 1980; Jadeja,1995). 
The obtained findings yielded some more suggestions. 
Summarizing the findings reported earlier it can be implied that 
organizational health and work values have an enhancing affect on 
job motivation of workers. It was also observed that, high 
organizational health raised the job motivation of both the 
categories of the textile industry workers. On the other hand, good 
work values increased the job motivation of the 
employees/workers. 
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Various abbreviations and short forms are used in tables and also in 
interpretation and discussion of the data. They are as follows: 
Abbreviations/Short Forms 
OH 
GF 
CA 
OPU 
RU 
CohesiveN 
Morale 
InnoN 
Auto 
Adapt 
Psa 
Toh 
SV 
EV 
PV 
IV 
MV 
Twv 
JM 
Full Forms 
: Organizational Health 
: Goal Focus 
: Communication Adequacy 
: Optimal Power Utilization 
: Resource Utilization 
: Cohesiveness 
: Morale 
: Innovativeness 
: Autonomy 
: Adaptation 
: Problem Solving Adequacy 
: Total organizational health 
: Social Values 
: Extrinsic Values 
: Prestiege Values 
: Intrinsic Values 
: Mixed Values 
Total work values 
: Job Motivation 
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We all work for a reason and the reasons can be as 
different as the individuals we are. For most persons their work 
is their identity and when they lose their work, they feel that 
they have lost themselves. Therefore, each work has its own 
values and person performing the work will follow those 
values. For example, in an organization, sales people, 
accountants and engineers will have different values according 
to their specialities and the motivation to work will also vary 
from person to person. If the total system of the organization is 
healthy, and the employees are satisfied with their work values 
then they will be motivated to work. It is beneficial for the 
progress, profitability and productivity of the organization as 
well. 
For most of the people, the need to work is deep rooted in 
their psychological make-up and the meaning of work takes on 
significance beyond mere material well-being and economic 
satisfaction. If a person does not feel that his job offers 
challenges to him; if he does not value the skills that the job 
requires then definitely he is not likely towards lead higher 
productivity. 
Present world is the world of cut-throat competition. 
Information technology, nanotechnology are the name of the 
game. Thus, in such fast growing technological world it is 
important that the employee and the employer may not only be 
able to work but be willing to work as well. This willingness 
comes from a healthy organization environment and high 
motivation towards doing the job. All of this work environment 
and job motivation depends upon primarily the work values 
persisting within an organization. 
ORGANIZATIONAL HEALTH 
Within the field of organizational behaviour it is now 
widely appreciated that the behaviour and performance of the 
employee of an organization is determined not only by the 
individual characteristics of employees, but also by the 
condition in which they function. One set of such condition is 
described by the term, "Organizational Health". The 
conceptualization of organizational health is based on positive 
evaluation of organizational attributes (Sayeed,1980; Sayeed 
and Mehta,1981). A healthy organization is one that not only 
survives in its environment, but continues to cope adequately 
over the long run and continuously develops and extends its 
surviving and coping abilities. 
Organizational health starts with workplace culture of 
trust and respect where control, purpose, flexibility. 
communication, balance and recognition are all valued. 
Employee's well being, physical, emotional and mental health 
is positively impacted. People feel they are much more creative, 
innovative and productive, and this is what leads to a sound 
organizational-health. Productivity, effectiveness and 
competitiveness hit the bottom-line (Sayeed, 1980). 
In short, organizational health refers to certain functional 
and adoptive equalities of the organization, which makes it 
capable to cope up with the demands of environment efficiently 
(Patel, 1993). We can say that a particular organization is 
healthy if it has a strong sense of its own identity and mission 
and yet has the capacity to adapt readily to. According to Miles 
(1967; 1973) organizational health is "a set of fairly durable 
and secondary system properties, which tends to transcend short 
term effectiveness. A healthy organization in this sense not 
only survives in its environment but continues to cope 
adequately over the long run and continuously develops and 
extends its surviving and coping abilities. Short-run operations 
on any particular day may be effective or ineffective, but 
continued survival, adequate coping and growth are taking 
place." 
Miles (1965) has discussed ten second order properties 
which constitute total organizational health. According to him 
organizational health is an organization's ability to function 
effectively, to cope adequately, to change appropriately, and to 
grow from within. Organizational health, like personal health, 
may vary from a minimal to a maximal level. Organizational 
health includes and is dependent upon the following ten 
dimensions: 
• Goal Focus: is the ability to have clarity, acceptance, and 
support for goals and objectives. 
• Communication Adequacy: is open two-way 
communication which travels both vertically and 
horizontally throughout the unit. 
• Optimal Power Utilization: is the ability to maintain a 
relatively equitable distribution of influence between team 
members and their leader. 
• Resource Utilization: is the degree to which the leader 
knows and is able to coordinate the talents of team members 
with minimal stress. 
• Cohesiveness: is the state when a person, group, or 
organization has a clear sense of identity. Members feel 
attracted to the unit want to stay with it, be influenced by it, 
and exert their own influence within it. 
• Morale: is the feeling of well-being, satisfaction, and 
pleasure for a person, group or organization. 
• Innovativeness: is that ability to be and to allow others to be 
inventive, diverse, and creative and risk taking. 
• Autonomy: is that state in which a person, group, or 
organization has the freedom to manage those things they 
believe should be within their sphere of influence. 
• Adaptation: is that ability to tolerate stress and maintain 
stability while coping with demands from the external 
environment. 
• Problem Solving Adequacy: is the organization's ability to 
perceive problems and to solve them with minimal energy. 
The problems get solved, stay solved, and the problems-
solving mechanism of the organization is maintained and /or 
strengthened. 
There are many characteristics of healthy and unhealthy 
organizations. The characteristics of the healthy organization 
include widely shared objectives, freedom of people to share 
difficulties, pragmatic problem solving, functional decision 
making (decision making being influenced by factors like 
ability, sense of responsibility, availability of information, 
work- load, timing and requirements for professional and 
management development rather than organizational level), 
responsibility sharing, respect of judgment of people lower 
down in the organization, taking problems of personal needs 
and human relationships, collaboration, joint effort in crisis 
management, conflict management with openness, use of 
feedback, joint critiquing, honest relationship (concern about 
others and trust in others) voluntarism, flexible leadership, high 
degree of trust, acceptance of risk, learning from mistakes, joint 
resolution of poor performance, functionalism of procedures , 
sense of order and high rate of innovation, adaptability, and 
joint management of frustrations. 
Pareek and Rao (1977), stressed autonomy, collaboration 
and interdependence, creativity, pro-active behaviour, work 
motivation, functionality (as opposed to bureaucratization), 
openness and centrality (people feeling central in the 
organization) as important dimensions of organizational health 
in a university system. The characteristics suggested by various 
researchers in this area are different dimensions of 
organizational health. In the past, researchers on organizational 
health limited themselves to the study of one or a few 
dimensions. For example, Lewis, studied commitment (loyalty) 
of faculty in a university by using a questionnaire enquiring 
whether he would leave the present job if he is offered a similar 
job with the same emoluments in a different university. 
The concept of organizational health of an organization is 
parallel to the concept of health (physical and mental) for an 
individual. When the individual is physically and mentally well 
equipped to function to the maximum of his capacities, it is said 
that he has good health or he is healthy. Similarly, the main 
component of any organization is its structure and their 
members are expected to perform certain functions. The 
organizational health can be controlled to a great extent through 
structured and unstructured interventions. There are many 
dimensions on which health of an organization could be 
assessed, like commitment to work, facilities for work, politics 
and favouritism. Organizational health could be assessed at 
many levels: at the individual level, subsystem level and at the 
total organization level. At the individual level, it is the 
perception or assessment of the organization on various 
dimensions (or components) by a single individual. 
If an individual assesses an organization on many 
dimensions as having poor health (having a climate hampering 
productivity of the members and thereby the efficiency of the 
organization), then we say that for him the organization has 
poor health. However, if such a poor health of the organization 
is perceived by many members, we say that it has low or poor 
organizational health. In other words, while organizational 
health of individual contributes to his efficiency in striving to 
achieve the organizational goal, the aggregate organizational 
health of all or most of the members of an organization 
contributes to the efficiency of the organization in achieving its 
goals. 
The organizational health of an organizational system or 
any of its sub-systems may be defined as the aggregate of the 
perceptions of its members in relation to the effectiveness of its 
structures, processes, roles, role relationships, and various 
functions that are being performed in the system or sub-
systems. The achievement of the organizational goals by the 
organization or its members depends to a great extent upon how 
healthy the organization is, that is, how conducive the socio-
psychological climate of the organization for working for the 
goals. In another way, we can say that the probability of an 
organization achieving its goals increases with increased 
organizational health in the system. Thus, if the aggregate of 
perceptions indicates effective functioning of the systems, the 
probability of it functioning effectively increases. 
Organizational health of any system depends upon several 
variables like the history of the organization, its formal 
structure, strategies used to achieve the objectives, philosophy, 
if any, or lack of it, the people that occupy leadership roles, 
socio-psychological forces, people who join the system bring 
with them, and an interaction of all these. In organizations that 
are established for over a period of time and have attained 
certain amount of stability, change in organizational structure, 
task structure and strategies are easier than changing the socio-
psychological culture of members and the leadership styles. 
However, changes in the socio-psychological culture and 
leadership styles will result from structural and strategic 
changes (Miles, 1965). 
The concept of organizational health refers to the health 
of the total system or several functions that are being performed 
in the organization as a whole. It is possible to study the health 
of sub-systems in an organization. Organizational health is an 
independent variable, which is in the present day world of work 
scenario has occupied greater importance as a result of 
humanization of work environment. 
Work being central to an organization, motivation to 
work or values placed on work have been drawing the attention 
of researches for developing the strategies to enhance human 
motivation and the performance in the work situation specially, 
when rapid changes are taking place in the economic and 
business environment in the country. Hence, organizations 
need to transform them radically in order to take advantage of 
new opportunities, so transformation has to be initiated. It is, 
infact, imperative to design such a conducive organizational 
work environment where people may feel free to work and 
contribute ideas through their dynamic participation, hence, to 
develop enriched organizational culture, environment, job 
satisfaction and job commitment, and then it is necessary that 
the organization should be healthy in totality. 
There are hosts of factors that enrich organizational 
health. For example today's steps and all these are directed to 
develop most humanized work environment when job 
incumbents have greater say and autonomy with the greater 
sense of responsibility. As a consequence to such emerging 
work atmosphere, people feel at-home even at workplace; 
hence, employees show greater work involvement and 
commitment and work motivation. Any organization for its 
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survival requires and expects a certain level of involvement 
from its members. Commitment and involvement are two most 
civilized expressions, which are widely valued in organizations 
and are considered to be correlated with the efficiency at work 
Sayeed and Mehta, 1981). 
People join organization in various capacities and 
potentials and have to perform different tasks assigned to them. 
Joining an organization also results in the restriction of 
people's freedom as; they do not act according to their own 
wishes rather they have to follow some laid down rules and 
regulations. An organization consists of four interacting sub-
systems of-
-people, 
-structure, 
-technology and 
-environment, 
All of these factors work together to achieve some desired 
goals. Effective and smooth functioning of the organization not 
only depends on cheap and best raw materials, latest technology 
or healthy working conditions, rather upon behaviour of 
employees, which plays a crucial role. Several social, physical 
and psychological factors that are the part of working 
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environment influence employee's behaviour. Organizations are 
the coordinated social units created by people having definite 
objectives or goals which can be achieved by the employees 
working at different position or levels. An organization consist 
of five components-
-structure, 
-culture, 
-system, 
-leadership behaviour and 
-employee's psychological needs. 
If there is positive relationship among all these components 
then it results in the formation of a strong organizational health. 
Organizational health depends on the achievement of 
organizational goals and the achievement of organizational 
goals much more depends on the healthy and conducive 
organizational climate, culture and environment. Therefore, 
psychologists, organizational behaviourists management 
experts always try to improve climate of an organization 
through improving superior-subordinate relationship of the 
organization. This improved superior-subordinate relationship 
results in improved employees motivation, morale, satisfaction 
and performance. People processing various kinds of skills, 
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expertise and knowledge join organization to gratify their 
physiological and psychological needs. It is not necessary that 
the needs of the employees can be fulfilled in accordance with 
their expectations because they have to face perceptual or real 
problems while interacting with their superiors and 
subordinates. If employees do not get support from their 
superiors or these are rare promotional avenues, poor peer 
relationships insufficient financial benefits they become 
dissatisfied and may think to switch over to other organization 
where they expect greater support ant various types of benefits. 
A healthy organization retains it employees and also attracts 
talented people to its fold and improves overall functioning of 
the organization. A sound organizational health itself becomes 
motivator for the employees. 
WORK VALUES 
Like attitudes, values that a person has are one of the 
major forces shaping behaviour. Values are convictions and a 
framework of philosophy of an individual on the basis of which 
judges what is good or bad desirable or undesirable, ethical or 
unethical. Values can be defined as global beliefs that guide 
actions and judgments across a variety situations and represents 
basic conviction that a specific mode of conduct (or end-state 
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of existence) is personally or socially favorable to an opposite 
mode of conduct (or end-state of existence). Further it can be 
said that values are elements of culture and culture is complex 
of values, ideas, attitudes and other meaningful behaviour to 
shape human behaviour in society. Every society has its own 
culture and people in that society adhere to cultural 
requirements. 
Human behaviour represents learned phenomenon unlike 
other animals, human behaviour have to learn almost 
everything about how to be human from existence. This is 
because human beings live in a society having certain cultural 
characteristics which prescribe to behave in a particular way. 
Cultural field represents a set of stimuli to an individual and 
also a set response appropriate to those stimuli. The individual 
either is directly rewarded for adopting those responses 
(alternatively punished for not adopting) or indirectly 
associated them with other stimulus situations that are 
rewarding. Through this process individuals are encultured or 
socialized, that is the responses of a set of culture become their 
own set of response tendencies. Cultural items learned early in 
life tend to resist change more strongly than those learned late 
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in life. This fact is very important from organizational 
behaviour point of view. 
Values are "important" and are passed from one 
generation to other by specific groups and institutions. Such 
transmission starts from the family from where the socialization 
process starts. Apart from family, educational; cultural; 
religious and ethnic institutions also, transmit cultural values 
from group to group. Values are "special" that is, cultural 
habits are shared by aggregates of people living in organized 
society. An individual's way of thinking and behaving is not 
culture, rather group behaviour constitutes culture. Group is 
developed and reinforced through social pressure upon those 
who are interacting with one another. Values exist to meet the 
biological and other needs of individuals of society. Thus 
elements in the culture gets extinguished when, they no longer 
are gratifying to members of the society. Society rewards 
behaviours which are gratifying for members. Culture is 
adaptive either through dialectical press or evolutionary process 
Dialectical or sharply discontinuous change occurs when value 
system of a culture becomes associated with the gratification of 
only one group or class in the environment. In such a case, 
other classes of the society reject the logic of values and 
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replace it with new values, such as through revolution or other 
methods. In the evolutionary process, change occurs slowly as a 
gradual process but not through revolution. 
Some researchers see value as consisting of a large set of 
related attitudes. They have taken values as parts of attitudes. 
However, some differences exist between values and attitudes. 
Attitudes are specific and are related to distinct objects, people 
or ideas; values are general and are not related to any object or 
situation. Attitudes are people's belief about specific object or 
situation. They can be considered as taking a lower place in the 
person's hierarchy of beliefs. Another difference is that 
attitudes can be positive or negative whereas values are always 
positive, i.e. in favour of something. In addition to being more 
general than attitudes, values often contain statements of 
goodness and badness associated with the attitudes which 
people hold. Values are, then, beliefs about which altitudes we 
should have or how we should behave. 
Thus, values are ideals that guide or qualify personal 
conduct, interaction with others, and involvement in ones 
career. Like morals they help to distinguish what is right from 
what is wrong and inform on how one can conduct his life in a 
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meaningful way. Values can be classified into four categories. 
They are -
• Personal Values; are principles that define person as an 
individual. Personal values, such as honesty, reliability, 
and trust, determine how one will face the world and 
relate with people. 
• Cultural values: are like the practice of faith and customs 
and principles that sustain connections with ones cultural 
roots. They help to feel connected to a larger community 
of people with similar backgrounds. 
• Social Values: are principles that indicate how one relates 
meaningfully to others in social situations, including 
those involving family, friends, and co-workers. 
• Work Values: are principles that guide ones behaviour in 
professional contexts. They define how a person works 
and how he relates to his co-workers, bosses and clients. 
They also reveal person's potential for advancement. 
Work values in the work place have long been a topic of 
interest for both researchers in organizational behaviour and 
management practitioners alike. Work values are believed to be 
deeply internalized standard for personal behaviour because 
they are based on a person's experience. Like basic values, 
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work values are believed pertaining to desirable end states (e.g. 
high pay) or behaviour (e.g. working with people). The 
different work goals are ordered by their importance as guiding 
principles for evaluating work outcomes and settings, and for 
choosing among different work alternative. Work values refer 
to what a person wants out of work in general, rather than to the 
narrowly defined outcomes of particular jobs (Ros et al, 1999). 
Finally work values are verbal representation of individual, 
group and interaction requirements. Work value is a kind of 
orientation towards work underlies important them when 
making occupational choices. Viewing work values as specific 
expressions of basic values in the work setting implies that 
there should be four general types of work values. Most of the 
researchers appear to identify the three types of work values, 
which are 
(1) Intrinsic or self-actualization; 
(2) Extrinsic or security or materials; 
(3) Social or relational 
[E.g. Rosenberg, (1957); Crites, (1961); Alderfer, (1972); 
Mottaz (1985); Pryor, (1987); Brog, (1990)]. One more study 
was presented by Elizur (1984), it was a related trichotomous 
classification of work values by considering the modality of 
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their outcomes such as interest and achievement; affective 
outcomes such as relations with associates. This classification 
largely overlaps extrinsic, intrinsic and social respectively. 
It is viewed that these three types of work values are 
conceptually parallel to three of the higher order basic values. 
Intrinsic work values directly express openness to change 
values- the pursuit of autonomy, creativity, interest, and 
growth in work. Extrinsic work values are the expression of 
conservation values; job security and income provide workers 
with the requirements of needs for general security and 
maintenance of order in their lives. The expression of societal 
and interpersonal work values is the pursuit of self -
transcendence values. Work is seen as a vehicle for positive 
social relations and contribution to society. A person makes his 
contribution to the society with the help of social or relational 
work values. 
There are some basic individual values. They are of four 
distinct type of work values, one that parallel the basic self-
enhancement higher order value type. This type of work value, 
like self-enhancement, should be concerned with prestiege or 
power. The items that refer to prestige, authority, influence, 
power and achievement in work are common in empirical 
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research on work. These values have usually been classified as 
extrinsic types of work values (Rosenberg, 1957; Herzberg, 
Mausner, and Synderman, 1959; Ginzberg, 1966). Few theorists 
have recognized a distinctive prestige or power type (O'Conner 
and Kinnane, 1961; Pryor 1987). 
Identifying personal values is an important part of a 
successful career plan. In this context, the word "Value" refers 
to how persons feel about the work itself and the contribution it 
makes to society. Most people who pursue work that is 
congruent with their values feel satisfied and successful in their 
careers. A study was conducted by Ros, et al (1999), a theory of 
basic individual values is presented and applied in studying 
work. Work goals or values are seen as expression of basic 
values in the work place. Basic values imply four types of work 
values: intrinsic, extrinsic social and Prestige. These four types 
emerge in re-examinations of past research and in study one of 
a representative Israeli sample of 1999 adults. Interco relations 
among these value types support theorizing about the structure 
of work values. Study two explores the meaning of work as a 
vehicle for goal attainment. 193 Spanish teachers and 179 
education students rated the importance of work and of a 
comprehensive set of basic values as guiding principles. For the 
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teachers, work apparently serves to attain social stability and 
close social relations. For the students, work is associated with 
these goals and with promoting personal interests 
independence, and excitement. 
There is a difference between general values and the 
values concerning specific life regions. Work values have a 
more specific meaning than general values as work is 
considered to be such a domain. The relationship between 
general values and work values is being conceived in different 
ways. According to one view, values have a particular cognitive 
structure that produces a structural similarity between general 
values and work values. Elizur and Sagie (1999), represented 
and empirically supported this view. The other view is that 
general values produce work values; for example that, work 
values emerge from the projection of general values to the 
domain of work. Various researches seem to assume that work 
values do somehow desire from general values, but they are not 
very explicit about the causal nature of this process. The 
similar content of general values and work values has been 
found in many studies. Kinnane and Gaubinder (1963), found 
similarity in correlation between general values and work 
values. 
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As far as work values are concerned, it has been seen as 
the source of the development of general values. Work values 
seem to diffuse easily through such channels as management, 
literature, consulting and training. In this way modern work 
practices and standards may generate work related values that 
generalize the wider social life. A study by Selmer and Deleon 
(1996), on organizational "acculturation" shows that 
multinational corporations can play a role in the transmission of 
values. Yet there is very little empirical evidence to support 
this study. Robbins (1992), examined the relationship of 
workaholic type and organizational values supporting work-
personal life balance. The findings showed that organizational 
values supporting work- personal life imbalance were 
significantly higher in workaholic than non-workaholic types. 
The study represents practical implications for organizations 
and management. Burke, Ronald (2002), studied workaholism 
in organizations: the role of organizational values. Work holism 
has received considerable attention in the popular media but 
little research consideration. 
It is widely recognized that in modern societies, work 
values are typical considered as salient, basic and influential on 
"Work Centrality carried out in the context of the Meaning of 
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Work (MOW) Project (England, 1991). The importance of the 
work role in many cultures make work values into core values 
that take a cardinal position on the overall pattern of values. A 
number of studies took place in this context. Schwartz, Shalom 
(1999), studied a theory of cultural values and some 
implications for work. Implications of national difference in 
cultural values for difference in meaning of work are 
explicated. To stimulate research on cultural values and work, 
hypotheses are developed regarding the cultural value which 
emphasize that they are especially compatible or conflicting 
with work. Another study by Brown, Duane, (2001), studied the 
role of work and cultural values in occupational choice, 
satisfaction, and success. The purpose of this article is to 
rectify this oversight by presenting a values-based theory of 
occupational choice, satisfaction, and success. Values were 
chosen as the cornerstone of the theory because work values 
have been identified as critical variables in the career 
development process. 
Cultural values also play an important role in the 
occupational choice making process. Although they are the 
primary factors in choosing and advancing in an occupation, a 
number of other crucial variables interact with values. 
Values do not influence people's activity directly but 
rather indirectly through attitudes and goals. Thus, values are 
seen as a source of motivation for individual action. Although 
people's activity in the field work, dividing time between work 
and family, is likely to depend more on work valves than on 
general values, the role of general values should not be 
overlooked. As far as work values and motivation is concerned, 
some studies have taken place. Jolibert and Baumgarter (1997), 
examined the relationship between the concepts of values, 
motivation, and personal goals. The findings showed that 
individuals structure the three concepts into four meaningful 
dimensions oriented towards success in one's private life, 
professional success, and success in one's social life and 
humanitarianism. It is suggested that using values in marketing 
studies may lead to ambiguous results and that a combination of 
values, motivations and personal goals may prove to be 
superior. Harvey et al (2000), made a comparison of work 
values and motives among Zimbabwean and British managers, 
Work values and attitudes were compared for African, British 
mangers and management students. It was predicted that 
Africans would place more importance on status. Prestige and 
rate courtesy, social approval and loyalty more favourably than 
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British respondents. The findings confirmed the hypothesis 
relating to status, Prestige, position, tentatively supported that 
relating to social approval; partly confirmed the hypothesis for 
loyalty; and the results for courtesy and acceptance of criticism 
were not proven. 
A study by Sagie (1993), shows religiosity to be a factor 
that determines how young people perceive their work 
obligations. Stone-Romero and others (1998), studied religious 
and moral influences on work related values and work quality. 
Research studies with a sociological origin typically look for 
differences in the natural environment, economic circumstances 
and religion as explaining factors (e.g. Parsons and Shils, 
1951). Recently, a research has put more emphasis on economic 
development and the process of modernization resulting from it 
(e.g. Easter et al, 1993). Furnham, Adrian (1997), studied the 
relationship between work and economic values. Measures 
covered such issues as the work and leisure ethic, the role of 
government in economic affairs, and the free enterprise system. 
Results showed that a political belief, followed to a lesser 
extent by social comparison, was the best predictor of these 
beliefs and values. Thus, lay people have coherent 
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socioeconomic, ideological, beliefs systems such as the free 
enterprise system and more state or worker controlled systems. 
There are some studies of individual values which 
consider such societal factors as "distal" and look for more 
proximal factors, such as the person's occupation, family 
situation, and demographic characteristics (Triandis, 1972; 
Zanders, 1993). Work values have been linked with a variety of 
individual behaviour, including labour market participation 
(Feather 1990; Lobodzinska, 1996) and career choice (Young, 
1984; Kallenberg and Stark, 1993; Zytowski 1994) and work 
performance (Vora, 1983; Swenson and Herche, 1994). 
Hochwarter, et al (1999), conducted a study on job satisfaction 
and performance. They examined the contention that value 
attainment and affective disposition would demonstrate 
complex interactions with job performance and satisfaction. 
Three-way interactions demonstrated that the strongest positive 
relationship between job satisfaction and performance occurred 
when high value attainment was coupled with either high 
positive or low negative affective disposition. 
Work values have an influential effect on employees' 
behaviour at work place. Work values are able to motivate 
employees and contribute to positive outcomes and supposed to 
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reduce conflict and improve cooperation. It is widely 
recognized in both the popular and the scholarly literature that 
employees' values contribute to a variety of work-related 
attitudes, actions and outcomes. 
JOB MOTIVATION 
The study of motivation is necessary to understand all 
types of human behaviour. Why an individual behaves in a 
particular manner, is a contradictory factor. The views of some 
modern psychologists was that all behaviors can be explained 
on the basis of "drives and motivation" and they also thought 
that any drive or motive alone does not govern the behaviour of 
individual, but the interaction of various drives and motives are 
responsible for the behaviour. Human behaviour, at a particular 
moment of time, is influenced by the internal state of the 
organism as well as the external situation to which one is 
exposed. Realizing that human behaviour is truly complex, the 
mediating influence of past experience, emergence of needs, 
interaction with other individual, the over changing 
sociopolitical and economic scenario cannot be undermined. In 
the present day world, job provides one with possibilities and 
opportunities to achieve one's cherished desire, goals that an 
individual sets for himself The needs or life goals are usually 
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socially conditioned. Taking all these aspects into account it 
can be said that job motivation assumes special significance for 
the individual and the psychologists endeavors to unveil the 
mysteries of complexities. Thus, we can say that a job 
motivation is the expression of socio- economic need by a 
human being. 
Job motivation is an internal factor, situation or readiness. 
Which initiate to begin an act or behaviour, it also determines 
the direction and degree of work done. Thus, it can be said that 
the person is internally interested to do a task. In fact, the 
activities of human beings are causal, and behind every action 
there is particular motive or need. The need can be defined as 
feeling of lackness for something and human being tries 
(activities) to get lackness removed (satisfaction). Thus, human 
behavior (activities) to get lackness removed (satisfaction). 
This, human behaviour (activities) is caused by motives or 
needs, and motivation is the process of inducing persons to 
experience needs for certain desired behaviour so that 
organizational efficiency is achieved. 
In dealing with human behaviour at work, motivation is 
considered a very important aspect of behaviour because it 
makes a person to do well at various positions or jobs, but it is 
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the established fact that the behaviour that is motivated is goal-
directed. It means whenever the motives are aroused it is 
always directed towards achievement of the goals. As far as the 
progress, productivity and profitability of an organization are 
concerned, motivation plays an important role at work place. If 
a person is "highly motivated" then the result will be "high 
performance" and if the level of motivation of an individual is 
low then the result will be low performance. Thus, the key 
element is motivation. Vitles (1962), has pointed out in his 
book entitled "Motivation and Morale in Industry" the 
importance of men's interest as well as their motivation at 
work. The significance of human motivation indeed cannot be 
overlooked as behind every human activity there are some 
motives that act as motivating force resulting behaviour. 
Motivation plays an important role in all spheres of human life. 
It has its impact on work situations too. Job motivation can also 
be referred to as the intensity of behaviour of employees in the 
work situation as they attempt to satisfy their particular need 
structure through the work they are doing. 
People differ not only in their ability to do, but also in 
their will to do, on motivation. The motivation of people 
depends upon the strength of their motives .Motivation has 
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been presented as a basic psychological process consisting of 
primary, general and secondary motives and drives such as the 
need of power, need of affiliation and need of achievement 
motives. In order to understand organizational behaviour, these 
basic motives must be recognized and studied. Beginning in the 
early 1960's those concerned with work (job) motivation 
started to search earnestly for a new theoretical foundation and 
attempted to devise new techniques for applications. From the 
starting, when human organizations were established people 
had tried to find out the answer to why people work and what 
motivated people maximum? People gave many responses for 
their desires to work. The quality of answer may range from 
earning money to fulfill one or any other combination of 
psycho - social needs. When F.W. Taylor (1911) gave the 
concept of ''Scientific Management and more particularly 
differential price rate system for motivating workers, then he 
was of the view that the primary why people work is only to 
earn money but later this simplified assumption was ultimately 
rejected. There is no doubt that money is important for 
everyone because it is the only medium through which things 
can be exchanged in this modern age but in no way this is the 
only reason in which context only people work. There are 
different and numerous motives either independently or in 
conjunction with each other determine or influence human 
motivation. The priorities of motives depend upon the 
importance and strength of motives in a given time. 
As far as the human nature is concerned there have been 
four managerial assumptions about men at work. Which 
highlight various needs dominating employees and these 
become the reason for the people in which field they are 
working. They are: 
Economic Man Model 
This model gives greatest importance to economic 
rewards. This concept emerge from Adam Smith (1963), who 
visualize that man is an extension of machine and is motivated 
solely by economic rewards. However, the economic man 
model was modified by Taylor (1911) as 'Rational Economic 
Man Model'. It is based on the assumption that human being by 
nature are lethargic and do not want to work unless they are 
forced to do so. Hence, they could only be motivated through 
financial incentives to attain desired goals. 
Weber (1946), Opsahl and Dunnette (1966), supported 
the very concept of rational economic man model. Herzberg 
(1962), opined that economic man arose out of the dominant 
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myths of industrial revolution, Max Weber (1946), Concluded 
that individual deserves economic reward for his performance. 
Verma (1978), pointed out that money does not only fulfill 
physiological needs but it also ensures the fulfillment of higher 
order needs. Srivastava (1985), found that higher wages induce 
greater motives. 
The rational economic man assumption was highly 
criticized by Roethlisberger and Dickson (1939), Trist and 
Bamforth (1951); Mayo (1945), Homans (1950), and Trist, 
Higgin, Murray and Pollock (1963), on the ground that 
although economic incentives are essential bit social needs are 
too important. 
Social and Emotional Man Model 
Man is a social animal. Gregariousness runs in his blood. 
Thus, the concept of Social emotional man is as relevant as his 
own identity. The social man model approach was advocated by 
Zalezenik et al (1958), who found that both worker productivity 
and satisfaction were unrelated to individual's pay and job 
status rather they were related to group membership. Seashore 
(1954), found the association of higher group cohesiveness with 
higher productivity and also the sense of confidence in 
management. 
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The significance of social factor at workplace is evident 
from the studies of Walker and Guest (1952), Jasinski (1956), 
and Schrank(1978). 
The emotional man approach came into light with Freud, 
who believed that childhood frustration and biological urges are 
the basis of behaviour (Brill, 1995). This became the very 
concept of human relation programme at jobs. It fitted in the 
burgeoning bureaucracy concept which manages the huge 
production organizations. 
Self Actualization Man Model 
Maslow (1954), Argyris (1964), Mc Gregor (1960), they 
came out with the conclusion that the workers remain aloof as 
many a times the assignment which they are given to fulfill do 
not allow them to use their competencies, skills in a mature and 
productive way. 
Complex Man Model 
Complex man model states that man is complex within 
himself. He tends to differ from the persons with whom he 
interacts like, spouse, relatives, friends, neighbours, co-
workers, and etcetera. This exhibits the patterns of his/her own 
complexity. Grusky (1962), Argyris (1964), Lawler (1972), 
Pigors and Myers (1977), have supported this complex man 
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model. A study was conducted by Vroom and Mann (1969), 
which give the findings that workers with different 
personalities prefer different leadership styles in their 
supervisors. 
Many new researches are being carried on motivation, 
however, they all emphasize that due to complex nature of 
human being no generalization is possible. Moreover, the 
findings of research studies and theories are not universally 
applicable and these are affected by time, country and 
circumstances. In this context, it is imperative to have a 
knowledge about various theories of motivation and how these 
affect the behaviour of human beings Many psychologists are 
engaged in find out the answer of the question relating to what 
motivates people, their approaches have differed resulting into 
a number of theories concerning motivation. Many scientific 
and objectives efforts have been done to provide an answer to 
it. Psycho-anthropological approach argues that the primitive 
man's motive to work was merely to fulfill the basic needs of 
his survival. Mores and Weiss (1955), found that people 
worked "even if they had enough money to support themselves, 
working gives them the feeling of being tied into the large 
society of having something to do, of having a purpose in life", 
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work is the intrinsic part of life. Many other assumptions or 
models have been put forward time and again to explain as to 
why people work and behave in the way they do so. The 
motivation to work is very complex. There are many internal as 
well as environmental variables that may also influence the job 
motivation of employees. Various theories have been proposed 
with regard to job motivation. These theories can be broadly 
classified as; 
Content Theories: 
These theories are associated with human need. These are 
included with Maslow's Needs Hierarchy and Herzberg's Two 
Factor Theory. 
Process Theories: 
Vroom's theory of Instrumentality and Porter and 
Lawler's Multivariate Model are included in process theories. 
In modern life, people have many motives which change 
in roles, with situations et cetera. Today man strives for growth 
and development, responsibility, autonomy and also he is 
capable of making decisions in the organization (Ganguli, 
Chaudhury and Guha, 1980; Grusky, 1962; Argyris, 1964; 
Pigors and Myers 1977) but we find that such studies conform 
some theoretical models. In the absence of concrete 
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theorization such findings could not properly explain many 
aspects of job motivation. In this respect we find that 
contemporary models such as content and process theories 
explain job motivation in more systematic way. Job motivation 
according to content theorists explain search for the specific 
things within individual's, which initiate, sustain and direct 
behaviour towards a goal. Maslow's (1943), theory gave new 
impetus to the understanding of human motivation. In 1954, his 
theory of "Need Hierarchy" was applied as a theory of "Job 
Motivation", which became very much popular and also widely 
accepted as a most popular theory of motivation and it occupied 
prominent position in organizational behaviour. Maslow's 
needs hierarchy theory focuses on both as a theory of human 
motives by classifying them as basic needs in hierarchy and 
also as the theory of motivation that relates these needs to 
general behaviour. The hierarchy of needs is an ascending order 
of prepotency that is the physiological needs, safety and 
security needs, the belongingness of social needs, esteem needs 
and the need for self actualization. The physiological needs 
include all the biological needs such as hunger, thrust, shelter, 
sex and other bodily needs. In the category of safety needs 
include security, and protection from physical and emotional 
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harm. Social needs include love affection, belongingness, 
acceptance and friendship. Esteem needs include internal 
esteem factors for instance, self respect, autonomy and 
achievement. The external factors are status, recognition and 
attention. The self actualization needs include the drive to 
become what one is capable of becoming for example growth, 
achieving one's potential and self-fulfillment. 
In the theory of need hierarchy Maslow classified these 
five needs into lower and higher level of needs. Physiological 
and safety needs into lower order whereas esteem and self-
actualization as higher order needs. According to him the lower 
order needs are satisfied externally by such things as money, 
wages, union contracts, tenure, pleasant working conditions, 
whereas higher order are satisfied internally. When employees' 
lower need is not satisfied they stick to this need but as soon as 
it satisfied they need to higher level needs. Thus, we can say 
that, once the lower order needs are satisfied, need next in 
order of hierarchy come into prominence and so on. 
The theory of need hierarchy has much implications and 
utility in management because the predicting managers should 
have to consider that to what extent the lower and higher order 
needs of the employees are satisfied. A number of researchers 
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in India as well as abroad apply Maslow's theory of need 
hierarchy in management practices and reported that self-
actualization, esteem and social needs were satisfied more at 
the higher level of job hierarchy (Porter, 1961; 1962; Porter and 
Lawler, 1968). More or less, similar findings were also reported 
by many Indian researchers Narain, (1973); Natha, (1980); 
Daftuar, (1982), who examined need satisfaction at different 
levels of job hierarchy and indicated that as one moves up in 
job hierarchy, one gets to secure satisfaction of higher-order 
needs. Manju and Akhtar (1991) found that the managers who 
are occupying higher position in the organization were found to 
be satisfied by autonomy and decision making needs. Other 
researchers Saiyadain, (1977); Kamarraju, (1981), Vikas and 
Mukesh, (1986); Mohan, Sehgal and Rana, (1991), found the 
same things in their findings. 
Various studies are there for verifying Maslow's 
hypothesis, Lawler and Suttle (1972), conducted a study on 
managers in two different organizations but found little 
evidence to support Maslow's theory of human needs for 
showing that there ever existed a hierarchy of levels in needs. 
Hall and Naugain (1964), Castello and Sang (1974), Vig 
(1978), did not find strong evidence for the need hierarchy 
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theory. Some other have also criticized need hierarchy theory 
on the basis of empirical findings like Raymond and William 
(1968), Kumar and Bharguvathi (1989), Mathur and Khurana 
(1990), they did not find the occurrence of the need hierarchy 
in the similar order as proposed by Maslow. Yet the theory of 
Maslow has attained a lot of recognition, not only recognition 
but also practical application all over the world. This theory is 
still valid in today's context and practiced in various 
organizations. 
Another theory regarding job motivation is proposed by 
Herzberg et al (1959), which provides us a different view. This 
theory of job satisfaction that was adapted to motivational 
theory by Herzberg (1966) in his book. His theory is known as 
"Two Factor Theory of Job Motivation". The major inferences 
from the original study on the feeling and experiences of two 
hindered engineers, relate to the distinction between what are 
called motivator factors and hygiene factors. The events that 
are associated with high job attitudes generally are linked 
directly or indirectly with the job activities; these categories are 
achievement, recognition, the work itself, responsibility and 
advancement. These factors are related to job contact, which 
means that they are intrinsic to the job itself.Positive 
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expressions of these factors are associated with high job 
attitude situations. They have been called motivators, satisfiers, 
intrinsic or content factors. The events predominantly 
associated with low job attitude situations are those extrinsic to 
the work itself and are associated with the job context rather 
than with job activities. These have been called hygiene factors, 
dissatisfiers, extrinsic or context factors. According to the 
theory, self-realization can be achieved only through the 
fulfillment of factors intrinsic to the work-itself, in other 
words, the motivator factors. 
In the beginning, the theory has been surrounded by 
controversy. The major criticism of the theory was directed at 
the assumed independence of motivator and hygiene factors. 
Critically evaluating the empirical investigation, we find that a 
large number of individuals following critical incident 
methodology endorse two-factor theory Dunnette, Campbell 
and Hakel (1967); Barns (1967); Hersey and Blanchard (1977); 
Hant and Hill (1971); Vroom (1964); Houser and Wigdor 
(1967); Dayal and Saiyadain (1970); Pestonjee and Basu 
(1972); Pareek and Keshato. (1981); Misra and Jain (1986); 
Mohan and Kakkar (1990). 
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The contradictory findings especially if the researchers 
used methodology different that of Herzberg. They claim that 
two factor theory suffers from being methodology bound and 
defense-mechanism by and large found to influence the findings 
of many scholars namely, Backman (1971); Pestonjee, Akhtar 
and Diwedi (1971); Akhtar and Bhargava (1974); Basu and 
Pestonjee (1974); Davis (1977); Agarwal (1978); Merwi and 
Phil (1984) and Nirmala (1985); 
Studies of Gorden (1965); King (1970); Rao and Ganguli 
(1972) have a partial support to the two factor theory, used a 
different method than that of Herzberg. 
There is more or less comparison between Herzberg and 
Maslow's theories. Maslow centers on needs of the 
psychological person, while Herzberg focuses on job condition 
for need satisfaction. The Herzberg model says that in modern 
society, many workers have satisfied their lower-order needs, 
so that they are now motivated mainly by higher-order needs. 
The lower-order needs are no longer strong, driving forces for 
an employee. Rather, they merely ensure maintenance at the 
current level of progress. 
Alderfer (1969), criticized both Maslow's (1954), need 
hierarchy and Herzberg's (1959), two factor prepotency theory 
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and gave more emphasis on continuum of needs than levels. 
Alderfer (1972), offered an alternative theory closely related to 
Maslow's. He modified and reduced give levels of needs into 
three levels, he termed his theory Existence, Relatedness 
Growth (ERG) theory. The name reflects the three basic needs 
postulated by the theory. They are-
Existence Needs: 
These needs are concerned with the physical existence of 
the organism. They include basic such as food, cloth and shelter 
and the means provide by work organizations to attain these 
factors; for example, pay, fringe benefits, safe working 
conditions and security. 
Relatedness Needs: 
These needs are those interpersonal needs that are 
satisfied through interactions with others both on an off the job. 
Growth needs: 
These are needs for personal development and 
improvement. They are met by developing whatever abilities 
and capabilities are important to the individual. 
Alderfer's list of needs may be neither more complete nor 
more conceptually clear than Maslow's, the process he 
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proposed do offer some improvements. In his theory he 
described that individual can be motivated by three factors such 
existence (concerned with survival or physiological well-
being); relatedness (stress the interpersonal relations); growth 
(Concerned with the individual intrinsic desire for personal 
growth and development). Unlike Maslow and Herzberg, he 
does not contend that a lower level need is aroused or emerged 
or that deprivation is the only way to activate need. Yet 
Alderfer's ERG theory appears to be the most promising 
version of the need hierarchy theory available at this time. 
Some studies were conducted for the verification of 
Alderfer's approach. Rausherberger, Schmidt and Hunter 
(1980), conducted a study and they rejected Alderfer's 
approach according to their findings. Schneider and Alderfer 
(1973), and Mayes (1978), also rejected Alderfer's approach. 
Wahaba and Birdwell (1976), criticized the acceptance of 
Maslow's need hierarchy without any criticism as it lacks 
empirical evidence for being scientific. Wanous and Zwany 
(1977), have supported Alderfer's hierarchy of three needs. But 
they have questioned the theory's universality; there is some 
evidence that this theory will be applicable in some 
organizations not in every organization. 
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In process theories, Vroom (1965), has proposed a theory 
of human motivation which although quite general in form, 
takes as its context the individual in the world of work. This 
theory is known as "Expectancy Valence Motivation Theory". 
This process theory of job motivation gave emphasis on 
identifying the variables that influence job motivation of 
employees at work place. This theory explains the interaction 
between individual's goal and the probability associated with 
the attainment of goal. It is probably the first such attempt at 
formal motivation "model building" in industrial psychology. 
Vroom has drawn very heavily on the work of the goal social 
psychologist Kurt Lewin. Like Lewin, Vroom uses the basic 
concept of valence as a key notion. He defines valence as "the 
anticipated satisfaction from an outcome" Vroom then outlines 
two propositions-
Proposition 1: 
The valence of an outcome to a person is monotonically 
increasing function of the algebraic sum of the valences for all 
other outcomes and his conceptions of its instrumentality of the 
attainment of these other outcomes. 
Proposition 2: 
44 
The force on a person to perform an act is a 
monotonically increasing function of the algebraic sum of the 
products of the valences of all outcomes and the strength of his 
experiences that the act will be followed by the attainment of 
these outcomes. 
Proposition 1 may be thought of as follows: The desire 
(valence) for any particular objective (outcome) on the part of 
an individual is directly related to the likelihood 
(instrumentality) that the objective will in turn lead to other 
subsequent objectives of given desirability (valences). 
Proposition 2 simple states that the greater the valence of 
any outcome, the more apt is a person to take action. 
The theory of Vroom is different from those of Maslow 
and Herzberg as it shows a process of cognitive variables that 
reflects individual difference in work motivation. Vroom is not 
able to describe what is the content is and what are the 
individual difference. It does not make specific suggestions for 
human motivation in organization. Vroom's theory only 
indicates the conceptual determinates of motivation and their 
relation. This model has emerged as an important modern 
theory of work motivation. It recognizes the complexities of 
work motivation. Expectancy model can provide the manager 
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with a frame work for explaining direction of behaviour of 
employees and for emphasizing some organizational influences 
that may have an effect on their motivational behaviour. 
The practical implication of Vroom's theory seems to be 
quite restricted and difficult and it has been also found difficult 
in transforming into empirical researches. Some researchers 
criticized the theory for its validity and predictability. Filley, 
House and Kerr (1976), Criticized the theory for the same. This 
theory was supported by Mitra and Bhattacharya (1983), they 
said that expectancy theory should be regarded as work 
motivation. Wofford (1971), also supported the expectancy 
theory and said that it has a greater promise for understanding 
and predicting job motivation and satisfaction than either 
Maslow's need hierarchy or Herzberg's two factor theory. 
Sheridon et al (1975), studied the expectancy model of Vroom 
in relation to work performance and partially supported the 
theory. 
There came Porter and Lawler (1968), they modified and 
extended Vroom's model to establish the relationship between 
satisfaction and performance on the basis of motivation model. 
The model is called as 'Multivariate Model'. This multivariate 
model explains the complex relationship which exists between 
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job attitudes and job performance. According to Porter and 
Lawler's model the individual first try to figure out whether the 
reward which he is going to receive from doing a job will be 
attractive to him. If the reward to be obtained is attractive then 
the individual will decide to put the necessary effort to perform 
the job. On the other hand, if the expected reward is not 
attractive then the individual's effort will not be desirably 
activated to perform the particular task. 
The multivariate model of Porter and Lawler suggests that 
there is not direct leading of effort to performance. It is mediated 
by abilities or traits and role perception. Performance leads to 
satisfaction that is significant effect of events from traditional 
thinking. Similar to the Vroom's model, Porter and Lawler model 
is an expectancy model based on motivation theory. The 
multivariate model has four variables; these are-
-effort, 
-performance, 
-reward and 
-satisfaction. 
The variable "effort" refers to the amount of energy exerted by an 
employee on a given task. Effort is more closely related to 
motivation than to performance. The second variable 
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"performance" represents the pragmatic result that can be 
measured objectively by organizations. Performance depends not 
only on the amount of effort exerted but also on the person's 
ability. The third variable "reward" is included by Porter and 
Lawler in their model as a single variable but further they divided 
it into two categories extrinsic and intrinsic. They realized that the 
intrinsic rewards are much more likely to produce attitudes to 
satisfaction which are related to performance. The last variable 
"satisfaction" is not the same as motivation. It is an attitude, an 
internal cognitive state that is definitely not motivation. According 
to this model satisfaction is only one of the variable which is 
derived from the extent to which the actual rewards fall short, 
meet or exceed the person's perceived equitable level of rewards. 
When the person receives actual reward then satisfaction is 
determined in that particular part. 
The multivariate theory was criticized on the ground that 
this study was conducted on the sample of managers; hence, such 
results have been obtained. This theory was also criticized on the 
basis of its complexity. The theory refers human motivation as a 
process so that it can only be used in particular context. 
The other process approach to work motivation is Inequity 
Theory of Adams (1963). It is another cognitively based 
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motivational theory. According to this theory the major input to 
job performance and satisfaction is the degree of equity that an 
individual perceives in his work situation. For particular types of 
the needs, a person's performance level for the thing that fulfills 
the need is affected by the process of social comparison. By this 
equity theory, a person compares his pay or other job benefits with 
that of workers who have similar job, seniority and skill. If a 
person's pay is higher or less than the compared person then he 
will perceive it to be inequitable. This theory explains job 
motivation in terms of equity and inequity. It states that if persons 
perceive a difference between the amount of rewards they received 
and their effort then they are motivated to reduce it. If the 
difference is greater then the persons are more motivated to reduce 
this difference. 
Some criticisms are labelled against Adams' theory of 
inequity with reference to problems related to the classification of 
reference persons, testing of theory in real life organizations. The 
equity, presently, is somewhat in state of transition. According to 
Yukul and Wexley (1971), in recent days the researchers are 
concentrating on the motivational implications of the inequity 
theory. Goodman (1974), commented that this inequity theory is 
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being focused almost entirely on the outcome of pay which may 
not be the only factor by which the persons are motivated. 
Thus, keeping in view the vital importance of all these three 
variables, namely, organizational health, work values and job 
motivation in organizations, they have been taken as the variables 
of the present study. 
Objectives of Proposed Study: 
The major objectives of the proposed study are formulated in 
accordance with the topic under investigation. They are as 
foUows-
> To determine the relationship between organizational health 
and job motivation among overall textile industry workers. 
> To determine the relationship between work values and job 
motivation among overall textile industry workers. 
> To determine the relationship between organizational health 
and job motivation among technical group of textile industry 
workers. 
> To determine the relationship between work values and job 
motivation among technical group of textile industry 
workers. 
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> To determine the relationship between organizational health 
and job motivation among non-technical group of textile 
industry workers. 
> To determine the relationship between work values and job 
motivation among non-technical group of textile industry 
workers. 
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The second chapter deals with the review of hterature in 
relation to the variables of the study. Literature review is carried 
on to gather information regarding the work done in the past and 
also to ascertain what is being done currently in the context of 
variables of the study under investigation. This in turn particularly 
helps in gathering the information about the topic which is being 
researched upon. At the same time it also helps in the discussion 
and interpretation of the research findings. 
In the present study, in all three currently relevant 
variables are selected. Organizational health and work values the 
two independent variables, whereas, job motivation is the 
dependent variable. Efforts had been taken to condense only 
relevant and exhaustive studies conducted so far. 
Studies on Organizational Health 
The concept of organizational health refers to certain 
functional and adoptive equalities of the organization, which 
makes it capable to cope up with the demands of environment 
efficiently (Patel,1993). As far as the progress, profitability and 
productivity of any organization are concerned it becomes 
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essentially important that particular organization should be healthy 
in totality. The organization is believed to be healthy, if it has 
conducive environment, it copes up with the problems, contributes 
to positive attitudes, and have a feeling of belongingness and self-
worth in its members. If any organization fulfills these entire 
criterions then it is a healthy organization. Thus, the phenomenon 
"organizational health" becomes important and few studies are 
conducted to find out that what type of components are there 
which make organizational health stronger for its progress, 
profitability and productivity. 
Meenakshi (1998), investigated the relationship between 
perceived organizational health and organizational commitment. 
One hundred employees from a private sector manufacturing 
organization located in Rajkot were administered Mile's 
Organizational Health Scale, Mowday's Organizational 
Commitment Scale and a Personal Data Sheet. The results 
revealed significant positive correlation between overall 
organizational health and organizational commitment. Further the 
skilled staff perceived more favourably the overall health of their 
organization and was also more committed to the organization 
than the workers. In case of skilled staff high organizational health 
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perceivers were found to have better perceived organizational 
commitment than low organizational health perceivers. 
Hanlon, Carey and Kelly, (1998), conducted an observational 
study of 1053 factory employees to determine the overall level of 
behavior change , who made recommended behavior changes 
(responders) after a work place health check (WHC). 868 subjects 
received one of the four versions of a WHC. Subjects in the not-at 
risk groups were characterized by heaving higher SES and 
education attainment than those at risk and were more likely to 
perceive themselves as beings in good health and at low risk of 
coronary heart disease. 47% of subjects who received the WHC 
and returned for follow-up, reported one or more of the desired 
behavior changes (stopped smoking, increased exercise, reduced 
alcohol consumption, improved diet). In comparison to subjects 
who made none of the desired changes, respondents tended to 
perceive their own health to be poorer and their risk of coronary 
heart disease to be greater and were more likely to have perceived 
the WHC as threatening. 
Peterson and Wilson (1998), presented a new theoretical 
model that emphasized an anthropological approach to work 
related health issues. A new culture-work-health model is 
proposed to provide a contemporary anthropological work- place-
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health perspective. Findings concm^if^'ffift occupational health 
and organizational development professional should focus their 
research and intervention efforts on understanding and addressing 
organizational culture from both an individual and an 
organizational health perspective as conceptualized in the culture -
work-health models. 
Lu, Tseng and Cooper (1999), tested an integrative work stress 
model using data from a heterogeneous samples of 347 Taiwanese 
managers. The purpose of this study was to in investigate the 
sources of stress, job satisfaction, and health among managers in 
Taiwan, and to test the moderating effects of personality and 
coping strategies. Results indicated that these managers were 
under considerable work stress and were at the risk of mental and 
physical ill- health. Internal control was related to higher job 
satisfaction and was beneficial to mental health; however its 
interaction with work stress was detrimental to psychological 
well-being. Specific facets of Type 'A' behavior pattern was also 
related to poorer physical health. 
Epitropaki and Martin (1999), investigated the role of 
differences in age, organizational tenure, and gender between 
manager and employee as potential moderates between employees. 
The results support the interaction effect of manager-employee 
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organizational tenure differences with Leader-Member-
Xchange(LMX) and outcome variables. Employee with a high 
organizational tenure, different from the manager reported the 
worst work outcomes when they perceived LMX was of low 
quality, whereas when the quality of LMX was high, they reported 
the highest work attitudes and well- being. No support was found 
for the moderating role of gender similarity. 
Pfeffer (2001), states that we live in an economy in which 
there is an assumption that "the company with the best talent 
wins." This 'war-for-talent' imagery overlooks the facts that 
effective terms often out perform even more talented collections of 
individuals, those individual talent and motivation is partly under 
the control of what companies do, and that what matters to 
organizational success is the set of management practices that 
create the culture. This article describes various organizational 
process and dynamics that are frequently unleashed when 
companies adopt the war for talent mindset. Considering these 
social psychological process supports the articles argument that 
not only should a company not necessarily try to win the war for 
talent, even adopting this image as a management metaphor can be 
hazardous to an organization's health. 
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Benach, Carles, Fernando, Marcelo (2002), studied some of the 
key principles leading to efficient and equitable occupational 
health policies in New York environment. In their study, an 
alternative is also proposed for dealing with the conditions and 
settings needed to meet the new challenges related to establishing 
an effective occupational health policy. 
Gaustello (2004), presented a bibliographic section which 
includes the book "Systematic Occupational Health and Safety 
Management: Perspective on an International Development". The 
chapters are grouped into four themes: politics and strategies to 
promote OHS management, changing labour markets and 
structures, implementation and effects and the integration of OHS 
management into business and management development. 
Khan; Misra and Ansari (2009), conducted a study 
to compare organizational commitment and organizational health among 
public and private school teachers. Sample included a total of 180 
subjects, consisting of 90 school teachers from public schools and 90 
school teachers from private schools respectively. The sample was 
selected randomly from various public and private schools of district 
Aligarh, Uttar Pradesh. The scales used were Organizational 
Commitment Scale of Shawkat and Ansari (2001) and Organizational 
Health Scale of Miles (1965). Scales were administered individually on 
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the subjects. Statistical tool of "t-test" was applied for the purpose of 
analysis of the data. Results of the study show that public and private 
school teachers differed significantly on organizational commitment and 
organizational health. Further private school teachers showed higher 
organizational commitment as compared to public school teachers, also 
private school teachers' perceived better organizational health as 
compared to public school teachers. 
Studies on Work Values 
Work values have an effect on people's behavior at work 
place. These are considered to be motivating and thus to contribute 
to positive outcomes. Values congruence is supposed to reduce 
conflict and improve cooperation. Work values being the primary 
source of workers satisfaction and dissatisfaction in job. This 
point has been become interesting, especially for industrial 
psychologists. A number of studies have been conducted on this 
problem. The objectives of the researches were to find out relative 
importance of work values, to determine relationship between 
work values and workers characteristics, and sought to find out 
occupational differences related to work values. Some attempts 
have been made to investigate the relationship between work 
values and job satisfaction. 
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Friedlander (1965), in a study of growth needs in relation to 
deficiency needs in the work environment across three status 
levels in white-collar and blue-collar occupations. Task oriented 
opportunities for self-actualization is of prime importance to 
white-collar workers with social environment of paramount values 
to blue-collar workers. Only minor variations in work values were 
found across adjacent status level, although status and 
occupational levels interact with work characteristics with 
differential effects upon value hierarchies. This study is an attempt 
to analyze the relationship between values and needs in the lights 
of Maslow's theory of need hierarchy. This study has also brought 
out the differences in values hierarchies at different level of 
employees. 
Shah (1969), conducted a study, which was the pioneering 
attempt to investigate the relationship between work values and 
job satisfaction at Columbia University. She notes that a review of 
the Indian and American literature showed that Super's 15 work 
values were the important values that people sought to satisfy in 
their work in both India and America. Shah conducted her study in 
India. A sample of 200 Indian clerks and 26 Indian engineers was 
taken. Super's work value inventory found to be the most adequate 
instrument available to measure work values was adopted for use 
ti>* 
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in India. The findings revealed that work values and expectations 
regarding work values satisfaction of satisfied and dissatisfied 
clerks and engineers indicated that the differences found depended 
on the particular work situations. Being a pioneer in relating work 
values and job satisfaction sample has been selected from different 
professional groups and the results are analyzed in view of the 
work values expectations. Work values expectations have a 
bearing on human relations. 
Few researches have been conducted on gender differences 
on job satisfaction and work values. Neil, Snizek, William (1988), 
examined gender as a moderator of job satisfaction; Mottaz, 
Clifford (1986), studied gender differences in work satisfaction, 
work related rewards and values, and determinants of work 
satisfaction. Miller Joanne (1979), studied individual and 
occupational determinates of job satisfaction as a focus on gender 
differences. In the light of these researches, it can be said that 
gender differences in some work values remain after a variety of 
organizational variables are considered, a model based on work 
experiences may still be appropriate for explaining such observed 
differences, as work values and job satisfaction is concerned. 
Bhattacharya (1973), in a study on work values system of 
different occupational groups selected 112 non-gazetted Indian 
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government employees. The aim of the study was to identify 
whether or not different groups having different occupations could 
be identified on "Work values" as well as the relative importance 
work values have to differing occupational groups. The study was 
carried out in a central government organization, dealing with 
"non-gazetted" employees, in the 22-40 age brackets, working in 
21 different occupations. Interviews as well as questionnaires were 
used. Super's work values questionnaires consisting of 15 
variables placed on 5 point Likert type scale was used to access 
occupational value system. Scores obtained indicate that the 
interviewed research population assigned different values to 
"intellectual stimulus" "way of life" and "security" items. Most 
groups attributed importance to security, and prestige; creativity, 
and altruism, received lower marks. The value of intellectual 
stimulus was low except for those groups of workers engaged in 
more specialized or scientific occupations. 
An extensive research was done by Ganesh and Malhotra 
(1976).The research was conducted on 300 Indian managers in 
industries with Super's Work Value Survey. They in their study of 
work values of the Indian managers have come to the conclusions; 
1. The Indian managers generally hold conformist values. 
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2. They are duly conscious and are willing to accept personal 
responsibility. 
3. They have a relative importance towards their own existence, 
the exceptions being their need for security and stability for which 
they are willing to subordinate all other values. 
4. They hold the concept of selflessness as important but also give 
as much importance to the organizations responsibility to their 
employees. 
5. They show manipulative tendencies as long as it does not 
contradict confirmation concepts. 
6. The level of management has very little to do with their value 
system. 
Weiss (1978), used social learning theory to examine the 
process of employees personal values change in organization, 
especially the relationship of model and observer characteristics to 
value similarity was studied in his study. The sample consisted of 
141 first level supervisors and 58 high level supervisors with each 
member describing his or her work values. Similarity in values 
was then related to indicate the supervisor's consideration, 
competence and success with the organizations. Results indicate 
that supervisor's consideration was positively correlated with 
value similarity for the sample. Supervisor success and 
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competence were positively correlated with similarity for only 
powers with low self- esteem subordinates. Results are discussed 
in terms of the role defining information provided by models with 
various characteristics. Hall and Brain (2001), studied values' 
development in learning organizations. This article is about the 
creation of learning organizations, based on the collaboration over 
the last three years of two organizations. By this study the author 
draws some conclusions, and the place of values and culture 
measurement for the post millennium organization. 
Kirkpatrick Johnson, Monica (2001), examined change 
and stability in job values across the young adult years. No gender 
differences were found in the way job rewards shape values, 
although gender differences in job values exist. 
Knoop (1982), examined the influence of work values on the 
relationship between leadership behaviour and subordinates 
satisfaction in 363 college and university instructors. Based on 
path-goal theory of leadership, it was hypothesized that (i) 
subordinates who are people oriented would see considerate but 
not structured leadership behavior as a source of satisfaction, and 
(ii) supervisors who have self- expressive value orientation would 
view structured rather than considerate leadership behavior as 
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satisfactory. Work value did not seem to moderate the relationship 
between leader's behavior and satisfaction of subordinates. 
Steiner, Gregory (1987), studied the Leader-Member Exchange 
(LMX) approach to leadership emphasizes the interactive nature of 
the superior-subordinate- relationship. Peter (1999), examined the 
differences in leadership styles and work related values. Jennifer 
(1999), investigated the relationship of work values and actual and 
perceived similarity on these values with Leader Member 
Exchange (LMX) and Team Member Exchange (TMX) 
Demographic attributes were also investigated, Results showed 
that perceived similarity on the protestant work ethics and 
preference for the work environment were positively related to 
LMX and that actual values and demographic attributes were not 
related positively. TMX positively related to actual similarity on 
several values but not to perceived similarity. 
Some studies are conducted in relation to work values and 
educational pathways. Mottaz (1986), investigated the relationship 
between education and organizational commitment. Results 
indicated that education has an indirect positive effect on 
organizational commitment by increasing work rewards, but a 
direct negative effect when work rewards are held constant. The 
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later finding is due to the higher work values associated with 
increased education. 
Johnson, Kirkpatrick and Glen (2002), investigated the 
change and stability in work values in relation to educational 
pathways in the transition to adulthood. Using panel data, this 
study examined whether levels and rates of change in work values 
in the eight years after high school were linked to post secondary 
education in 979 subjects. The findings of the study were 
consistent with the idea that work values predict investment in 
education, yet also undergo change with continued schooling. 
Kumar (1986), aimed at studying the relationship between 
principal's work values and their administrative effectiveness, 
studying the relationship between principal's self-concept and 
their administrative effectiveness and studying the relationship of 
work values, attitudes and self-concept of principal's combined 
together with their administrative effectiveness. The findings of 
the study were almost significantly related to one another. 
Winter, Rose Mary and Kirkpatrick (1998), examined the 
influence of work values on teacher selection decision, the effect 
of principal values, teacher values, and principal-teacher value 
interaction. The purpose of this study was to investigate the 
impact of work values (i.e. achievement, concern for others, 
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fairness or honesty) on teacher selection decision. The 
comparative emphasis scale served to measure the dominant work 
values of 115 school principals (aged 32-62 yrs) A between within 
factorial design and stepwise multiple regression were used to 
regress principal rating of a teacher candidate (dependent variable) 
on principal and teacher dominant work values and on principal-
teacher work value interactions. A linear combination composed 
of four work value interactions and the teacher work values 
achievement accounted for a significant amount of variance in 
» 
principal rating of teachers. These results suggest that principal 
work values influence teacher selection decisions. 
Akhtar, Sayed (2000), examined the influences of culture 
origin and sex on work values. The analysis of the influences of 
cultural origin and sex on intrinsic, instrumental, and systematic 
work values using an individual level is done. Analysis of 
variances showed that compared to Hong Kong Chinese, British 
and American managerial employees scored significantly higher 
on intrinsic work values and lower on instrumental work values. 
Javed, Aquib (2002), identified personal values, work 
related values and occupational stress among teaching and non 
teaching staff in a university system. The instruments used are as 
follows (I) Basic Values Survey developed, was used to cover the 
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comprehensive set of 10 motivationally distinct value types (II) 
Work Value Survey, was used to measure individual work values 
within the organization (III) Occupational Stress Index, was used 
to measure the extent of stress pattern in employees. The results 
indicated that teaching staff gave more importance to 
'Universalism', 'Hedonism' and 'conformity' factors of Basic 
Value Survey. Non teaching staff gave more importance to 
'Achievement' and 'Power' factors of Basic Value Survey. 
Teaching staff gave more importance to 'Prestige' and 'Social' 
factors of Work Value Survey Non-teaching staff gave more 
importance to 'Extrinsic' and 'Mixed' factors of Work Value 
Survey. Teaching staff perceives more occupational stress for 
'Responsibility For Persons', 'Poor Peer Relations' and 'Strenuous 
Working Conditions' factors of Occupational Stress Index. Non-
teaching staff perceive more occupational stress on powerlessness, 
'Intrinsic Impoverishment' and 'Unprofitable' factors of 
Occupational Stress Index. 
Rose, Michael (2005), conducted a study on rising levels of 
qualification alter work ethics, work orientation and 
organizational commitment for the worse. Implications of rising 
levels of qualification for work attitude - a hitherto neglected area 
in the debate on over-education are examined. Theories of post-
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industrialism predicted that the spiraling educational requirements 
of an information based economy would undercut the work ethic 
and intensify employee demands for work roles built around 
expressive and self-actualizing opportunities. It was also assumed 
that higher qualification might also undermine job satisfaction and 
align to employing organizations. It was found out that higher 
qualification is associated with higher commitment to work. It is 
less clearly associated with an expressive work orientation. This 
does not by itself reduces attachment to an employing 
organization. Thus, post industrial theory proves to be a poor 
guide to the qualification-work attitude link. Further, for 
employers, the implications are somewhat mixed in particular, 
ostensible over-qualifications reduces sources for job satisfaction 
and organizational loyalty. 
Studies on Job Motivation 
The phenomenon of motivation has been given a great 
attention, so various studies have also been done. It can be seen 
from the afore mentioned description regarding the concepts, 
process involved, and theories of motivation that motivational 
studies in job settings have attracted the attention of large number 
of researchers in both India and abroad. The reason is that human 
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motivation is the key element for effective performance and in 
turn, organizational and national growth and development in 
global terms. It is very difficult to describe all studies, so a few 
studies are given here. 
Herzberg (1966) and Bernett (1977), have found significant 
association between self-actualization, performance and work 
motivation. According to their study work motivation is multi-
faceted construct. The individual employee performs his job in the 
global context of an organization and various factors tend to 
interact affecting his motivation at work, which in turn affects his 
performance, commitment and job satisfaction. In this sense work 
motivation, to a large extent, determines productivity, 
organizational environment, personal need satisfaction and 
psychological well-being of the employees. 
Bhargava (1978), conducted a comparative study on job 
motivation of various professional groups. In his study the sample 
has been drawn from four professional groups, that is, police 
personnel, advocates, doctors and university teachers. The various 
measuring devices for studying job motivation and satisfaction 
have been used. The findings revealed that various groups hardly 
differed with each other on 'content' as well as 'context' factors. 
The results obtained through unspecified ranking showed a similar 
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trend. No differences between the groups on various factors were 
observed except that police personnel differed with advocates on 
social interactions with co-workers. Again, police personnel 
differed with doctors and advocates on supervision and police with 
doctors on health. 
Manju (1992), studied the relationship between job 
motivation supervisory styles and demographic variables. The 
study was conducted on Engineers, drawn from Hydroelectric 
Power Station. Major findings are as follows (1) Supervisory 
styles, job level, promotion earned and special training exert 
cumulative effect on job motivation of employees (2) Production 
oriented supervisory style and special training emerged as 
significant predictors of job motivation (3) Supervisory styles, job 
level, promotion influence intrinsic job motivation of employees 
(4) Job level and special training were found as predictors of 
intrinsic job motivation of employees. (5) Supervisory styles, job 
level, promotion earned and special training cumulative influence 
extrinsic job motivation of employees. (6) Production oriented 
supervisory style and special training emerged as significant 
predictors of extrinsic job motivation of employees. 
Shah Alam (1993), conducted a study of work identification 
in relation to job motivation, occupational stress and perceived job 
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characteristic. The sample size consisted of three hundred railway 
engine drivers. The results revealed that job motivation as a 
whole, found to have its no influence on either work identification 
as whole or on its two facets, in none of the sub sample groups of 
drivers as well as on the total sample. Alam found that job tenure 
having no influence on job motivation. 
Chiu, Randy (2000), conducted a study and examined the 
effect of positive affectivity on work motivation when mediated 
by 3 attitudinal . variables: perception of pay equity, pay 
satisfaction, and job satisfaction. 184 managers completed 
questionnaire for the study. The results indicated that positive 
affectivity had a positive effect on work motivation. Pay 
satisfaction and job satisfaction were found to mediate the effect 
of positive affectivity on work motivation. 
Foster, Jeremy (2000), studied the relationship between work 
motivation and job satisfaction. He examined motivation in the 
work place and summarized the main theories of work motivation, 
which can be divided into 2 major groups, depending on whether 
they are addressing the question "why do people work? or the 
question "what factors change people willingness or persistence at 
work?" The theories are evaluated in term of empirical support 
and practical relevance. 
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Haslam, Clare and Turner (2000), conducted a study on social 
identity and self-categorization theories. This study interpreted 
needs hierarchies as reflections of the variables definitions of self. 
The result points to the productive and sustainable potential of 
self-actualization at a collective rather than just a personal level. 
This analysis also suggests that group basic needs will play an 
especially important motivational role in situations where an 
individual's social identity is salient. 
Analoui, Farhad (2001), conducted a study that what 
motivates senior managers. While a great deal of understanding 
has been gained about senior managers' motivation in the west, 
very little has been done in the Eastern European countries to 
understand what motivates senior managers. The study aims at 
gaining a better understanding of senior managers' motivation for 
improved performance and effectiveness at work. The 
methodology employed, consisting of a survey questionnaire and 
sample interviews, led to the emergence of a group of factors 
including "recognition and appreciation", "salary and 
remuneration", "promotional status", and "job satisfactions'. 
Moreover, although there are similarities between what motivates 
senior managers in both Western and Eastern European Countries, 
the difference point to the need for better understanding of senior 
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managers, their perception, and their views as well as 
organizational and the wider contexts in which they work. 
Konrad, Edward (2001), described a longitudinal study of 
work motivation performed assuming that changes in worker's 
perceptions of work values and environment. An analysis of the 
results found some changes in the importance of values in 
perceptions of the work environment. It is concluded that the 
results indicate that meaningful changes in organizational culture 
and climate occurred long before the actual political and economic 
changes. 
Kleinbeck, Jurgen and Schmidt (2002), studied work 
motivation in the context of a globalizing economy. They 
presented a conceptual model of work motivation and group 
effectiveness. The model describes 4 determinants (1) The 
motivating potentials of group tasks as the basic factors of the task 
structure; (2) The motive of group members, representing 
dispositional individual factors constituting the personality of 
group members; (3) Variables (task-related and social) concerning 
the process through which motivational states and group goals are 
translated into action and achievement; and (4) Contextual 
Variable's, e.g., compensation systems. Application of the model 
in the design process for effective group work is outlined. 
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Sufficool, Tammi (2002), outlined a job design model of 
factors related to employee motivation, performance and 
satisfaction. The model emphasizes that jobs designed to take 
advantage of five components are more likely to be positively 
received by employees: skill variety, task identity, task 
significance, autonomy and feedback. 
Khan; Ansari and Misra (2009), studied the impact of 
organizational health on job-motivation among technical and non-
technical textile industry workers. Organizational Health Scale by Miles 
(1965) and Job-Motivation Scale by Akhtar and Manju (1992) was 
administered on a sample of 120 technical and non-technical textile 
industry workers selected randomly from textile industries of 
Ganjdundwara town of district Etah of Uttar Pradesh. Statistical 
technique of correlation was applied for data-analysis. The results 
indicated that overall organizational health was highly correlated with 
job-motivation. The group of technical workers showed no correlation 
with job-motivation, whereas the group of non-technical workers showed 
high correlation with job-motivation respectively. 
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Hypotheses of the Proposed Study 
While carrying out any scientific investigation, it is 
imperative to mention that there is a need to formulate hypotheses 
for drawing meaningful inferences regarding the sample under 
study. Keeping in view the aims of the present research the 
following null-hypotheses were formulated. They are as follows: 
Hoi: There will be no impact of organizational health on job 
motivation among overall textile industry workers. 
Ho2: There will be no impact of work values on job motivation 
among overall textile industry workers. 
Ho3: There will be no impact of organizational health on job 
motivation among technical group of textile industry workers. 
Ho4: There will be no impact of work values on job motivation 
among technical group of textile industry workers. 
Ho5: There will be no impact of organizational health on job 
motivation among non-technical group of textile industry workers. 
Ho6: There will be no impact of work values on job motivation 
among non-technical group of textile industry workers. 
Thus, so far we have discussed relevant studies regarding 
the work done earlier in the context of variables of the study under 
investigation. Secondly, in this chapter, the major hypotheses are 
also discussed. 
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The researches are designed to proceed in a planned manner, 
to control variance and to answer pertinent research questions 
(Lindquist, 1956). 
Review of literature in chapter two, directed explicitly in 
selection of method to be used for carrying out the present 
research endevour. However, no attempt was made to clarify how 
organizational health and work values are related to job 
motivation. For this purpose, the proposed investigation has been 
undertaken. A lot of factors such as goal focus, communication 
adequacy, optimal power utilization, resource utilization, 
cohesiveness, morale, innovativeness, autonomy, adaptation, 
problem-solving adequacy, affected organizational health. It was 
seen that few researchers in India have worked upon the very 
pertinent and also a relevant aspect that is, organizational health. 
Thus, we decided to take Organizational Health as the independent 
variable of our study. Secondly, Work Values was also chosen as 
the other independent variable, as in a cultured country like India, 
values play a very vital role in functioning of organizations. Job 
Motivation has been considered as key element for work, so it was 
taken as dependent variable. The impact of Organizational Health 
and Work Values was seen on Job Motivation and the condition 
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was kept that textile industries were taken to collect the data as 
textile industries play a decisive role in our export and governs 
balance of trade. 
Research Design 
The study incorporates three variables, among which two are 
the independent variables and one is the dependent variable. The 
researcher aimed to study the impact of independent variables on the 
dependent variable and for the same the researcher has adopted a 
:^ ::r 'A.. 
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The sample of the study consisted of 200 t exMl l t tS t ry 
workers. The data was collected from textile industries situated at 
Ganjdundwara, district Etah of the state of Uttar Pradesh, which is 
now a days a great hub of handloom cloth production. Random 
sampling was carried out to choose the participants of the present 
study. A number of textile industries were randomly chosen to be 
the source of participants. All the textile industries were private-
sector industries. The investigator was permitted to collect data 
from only those enlisted factory units of the town, which are 
mentioned in the permission letter attached to appendices. They 
are enlisted as: M.M.Textiles; Vikas Textiles; Shayam Handlooms; 
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Prem Hathkargha; Sangam Textiles; Kareem Textiles; Shalimar 
Textiles; Super Handlooms and Eashman Textiles respectively. 
A separate list of workers/employees was prepared who were 
on leave. A complete list of employees deputing on duty was 
prepared. Further the participants were randomly selected from the 
textile industries on the basis of their designation, technical 
workers like master designers, computer programmers etc. and 
non-technical workers like weavers, wrappers etc. All the 
participants were well informed and requested beforehand for data 
collection. Almost all of them agreed to render data happily to the 
investigator and accordingly the data was collected. 
Workers were further divided on the basis of job hierarchy. 
Two broad categories of textile industry workers were taken for 
the study, technical (N=100) and non-technical (N=100). The 
technical category workers comprised of managers, supervisors 
and technicians. Managers were further categorized under head of 
organization, programmers, master-dyers and master-weavers. 
Supervisors were computer operators, cloth checkers, accountants, 
salary distributors, clerks, sales personals and marketing 
managers. Technicians included cloth designers, electricians and 
other mechanics. Non- technical workers were skilled or semi-
skilled workers like dyers, weavers, washer men, iron men, cloth 
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folders, cloth winders and cloth wrappers. Further there were 
cleaners, security personals, transport men like rickshaw pullers 
and lorry drivers. 
Assessment Measures 
The measures which were used for the purpose of this study 
are as follows: 
Organizational Health Scale (OHS) 
Organizational Health, as stated earlier, is multidimensional 
and its measurement requires valid and reliable methods. 
Organizational Health Scale was developed by Miles in 1965. It 
had 40 items confirming to Likert Scale. The scale was developed 
nearly four decades back. The items are divided into 10 
dimensions, having 4 items in each dimension; this makes it into 
total 40 items. The various dimensions are goal focus, 
communication adequacy, optimal power utilization, resource 
utilization, cohesiveness, morale, innovativeness, autonomy, 
adaptation and problem-solving adequacy. The present scale is 
psychometrically reliable and valid for measuring Organizational 
Health. It is short and simple which makes it handy for 
Researchers to measure overall Organizational Health. In many 
respect the items are interrelated. Its added advantages are that it 
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can be applied indigenously, and takes into consideration the 
various personal, social and psychological aspects of our industrial 
organizations. 
It is a five point scale, so each item is rated from 1 
(Completely Agree) to 5. (Completely Disagree). So, the lowest 
score can be 40 and highest can be 200. Thus, the range lies from 
40 to 200. 
There are ten dimensions in the Organizational Health Scale, 
which have been described above. The items falling under various 
dimensions can be presented as, shown in the following table-
S.No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
Dimension (s) 
Goal Focus 
Communication Adequacy 
Optimal Power Utilization 
Resource Utilization 
Cohesiveness 
Morale 
Innovativeness 
Autonomy 
Adaptation 
Problems-solving Adequacy 
Item Number (s) 
1,2,3,4 
5,6,7,8 
9,10,11,12 
13,14,15,16 
17,18,19,20 
21,22,23,24 
25,26,27,28 
29,30,31,32 
33,34,35,36 
37,38,39,40 
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The split half reliability of the scale is 0.84 with a high content 
validity. 
Work Value Scale (WVS) 
Work Values were measured by a scale developed by Super 
(1996), in order to measure individual work values within an 
organization. The scale consists of ten items which represented 
five types of Work Values, namely: (1) Social (2) Extrinsic (3) 
Prestige (4) Intrinsic and (5) Mixed. It had a 4 point rating scale. 
Respondents rated each items ranging from 1. (very important) to 
4 (not at all important), in response to the question as per the 
scoring system of scale, low scores show high importance and 
high scores show low importance. The score range from 1 to 4 is 
given below: 
1. 
2. 
3. 
4. 
Very Important 
Important 
Not Important 
Not at all Important 
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Thus, the total scores range from 10 to 40 was possible on 
the above scale. As per the scoring system of the scale a low 
scores show high importance and vice-versa. 
The Work Value Scale of Super measures five types of Work 
Values and consists often items in all. The items corresponding to 
various Work Values can be tabulated as-
S.No. 
1. 
2. 
3. 
4. 
5. 
Work Value (s) 
Social Item 
Extrinsic Item 
Prestige Item 
Intrinsic Item 
Mixed Item 
Item Number (s) 
4,7,9 
1,2 
5,8 
3,6 
10 
The split half (even-odd) reliability of the scale is 0.82 with 
a high content validity. 
Job Motivaton Scale (JMS) 
Akhtar and Manju (1992), developed a job-motivation scale 
to measure the job-motivation of employees. It is a 5 point Likert 
type of scale. It consist of 28 items divided to extrinsic and 
intrinsic pattern, critical evaluation of Job-Motivation Scale 
reveals that Job-Motivation Scale (Akhtar and Manju, 1992), is 
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the most appropriate one. It has 28 items, 5 point rating scale. 
Among the 28 items, 16 are based on factors originally extracted 
by Herzberg and his colleagues (1959), these items are 
achievement, recognition, work itself, responsibility advancement, 
salary, possibility of growth, interpersonal relation with fellow 
workers;- supervisors and subordinates, status, supervision, 
company policy, working conditions, personal life and job 
security. The newly introduced items are housing, recreation, 
transport, and medical and leave policies, mobility with regard to 
work, participation and decision making, feeling of castes on job 
and health suitable for the job. Most of the new items were 
reported to be significant determinants of job-motivation of Indian 
workers (Akhtar and Pestonjee, 1963,1967; Akhtar and Bhargava, 
1974; Pestonjee, 1973; Akhtar and Nizami, 1987). 
As it is a five point scale so each item is rated from 5 to 1. 
The statement no 5 shows very much satisfaction and the 
statement no. 1 show very much dissatisfaction. The scores range 
from 5 to. 
The total numbers of items in the present Job- Motivation 
Scale are 28. So, the lowest scores can be 28 while the highest can 
be 140. So, the scores range from 28 to 140. The split- half 
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reliability of coefficient of the scale is 0.92. Content validity of 
the scale was administered with the help of few judges. 
All the scales were purchased from Roopa Psychological 
Society, Kachheri Ghat, Agra (U.P.). It is a prestigious and 
registered publication house of India, from where various 
standardized psychological tests, questionnaires and scales may be 
purchased, authentically. 
Procedure 
The data was collected individually from the workers 
at the work place. The method used for collection of data was 
interview method based on Organizational Health Scale, Work 
Value Scale and Job Motivation Scale. The scales were explained 
individually in local language through interview. The data was 
collected within the premises of the industries. The permissions 
from the industry owners was sought to interview their workers. 
On request, a cozy and comfortable space was provided by all the 
textile industry owners, as per the norms of data collection with 
respect to interviewing the workers. 
The participants were interviewed individually. In the starting, 
a good rapport was created with the participants. A great care was 
taken to remove any misconceptions regarding the proposed study. 
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Initially most them were reluctant to answer as, they thought that 
the research scholar was spying on behalf of the management. 
Besides, as most of them were illiterate, and it was difficult to 
communicate with them. However, with the passage of time and 
humorous attitude of research scholar, the subject started yielding 
proper responses. Some of them thought that giving answers, that 
too, to a young girl will be beneficial to receive some monetary 
benefits. It was clarified with the help of local residents that the 
survey was purely for research and the research scholar is not 
affiliated to any agency and there was not any financial incentive. 
Participants were assured of the confidentiality of their 
responses and were requested to extend their cooperation. For 
making the scale much easier to understand the instructions were 
invariably explained to the subjects, from time to time. Each 
participant on and average took thirty to forty minutes to be 
interviewed. 
Finally some background information of the participants, 
like the name of the organization; work experience in years; family 
structure, nuclear or joint; age; educational level; marital status and socio-
economic status respectively were noted down for recording the 
demographic characteristics of the sample. 
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Samplers Demosraphic Characteristics 
Name of 
Organization 
Work 
Experience 
(In Years) 
On an 
average 
15-25 
Years 
Family 
Structure 
(Nuclear/Joint) 
Joint families 
were 
considered 
Age 
Average 
age 
considered 
was 38 
years 
Educational 
Level 
(Illiterate/ 
Literate/ 
Educated) 
Illiterate 
13% 
Literate 
39% 
Educated 
48% 
Marital 
Status 
(Single/ 
Married) 
Single 
5% 
Married 
95% 
Socio-
Economic 
Status 
(LIG/ 
MIG/ 
HIG) 
LIG 
50% 
MIG 
37% 
HIG 
13% 
Statistical Analysis 
Statistical analysis is the culmination of the descriptive 
methodology endorsed in the third chapter. Analysis means 
categorizing, reducing and summarizing data to obtain results of 
research problems. 
The data was collected from 200 respondents who were 
divided into two major groups, technical workers (N = 100) and 
non-technical workers. (N =100). After that scoring was done and 
analyzed for finding organizational health, work values and job 
motivation among the technical and non-technical group of 
workers. 
Descriptive analysis was done to know the mean and 
standard deviation (SD) of all the variables in each group, that is, 
predictor variables and the criterion variable. Finally, stepwise 
multiple regression technique was used to analyze the impact of 
different variables, (here, organizational health and work values) 
which predicts criterion variable (dependent variable), over here, 
job motivation. 
Present study incorporates the use of stepwise multiple regression 
for treatment of the data obtained. Here predictors enter into the equation 
stepwise, one after the other, on the basis of their highest simple 
correlation with criterion variables. This process continues until no more 
useful information is obtained from further addition of the predictors. 
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Any survey or research is carried out in order to accomplisli certain 
results. The resuh comprises of heart of the data-analysis. After the 
discussion of methodology (in chapter three), it becomes obvious that the 
fourth chapter will deal at length with the analysis of data, its discussion 
and finally its interpretation, in the form of result. 
Likewise the present study had three variables in all. The first two 
were independent variables whilst the last one, the third one, was the only 
dependent variable. Organizational Health was the first independent 
variable, with ten dimensions. Five factors constituted the second 
independent variable, work values. The dependent variable was job-
motivation. 
Keeping in view the main objectives of the research work, 
step-wise multiple regression analysis is used to analyze the data. In all, 
the results are divided into three major comparisons groups. Each major 
comparison group starts with a table of descriptive statistics. It is 
followed by three tables of regression statistics. In a single regression 
result, here three tables are taken into consideration according to the 
nature of research problem. They are the table of model summary; the 
table of ANOVA and the table of coefficients respectively. 
Accordingly the computations were carried on in the computer. 
Computer yielded the entire analysis in various different steps. However, 
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over here, we have used only three tables, that is, table of model 
summary; table of ANOVA and the table of coefficients respectively, 
revealing the number of best predictors entered to influence dependent 
variable, that too, in edited forms. The remaining tables like the the table 
of variables entered/removed and the table of excluded variables have not 
been entered here for the sake of convenience and mainly due to the 
presumption that except the independent variables that entered to the 
equation, the remaining independent variables will definitely be the part 
of the variables excluded or have not come to the equation. 
To get an insight into whether both the group of employees 
differ in their evaluation of organizational health; work values and job-
motivation t-test has been computed. 
Various abbreviations and short forms are used in tables and also in 
interpretation and discussion of the data. Their full forms are explained 
after the contents table. 
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Table-A 
Descriptive Statistics 
N=200 
Variable(s) 
GF 
CA 
OPU 
RU 
CohesiveN 
Morale 
InnoN 
Auto 
Adapt 
psa 
Toh 
JM 
Minimum 
9.00 
9.00 
8.00 
8.00 
1.00 
7.00 
7.00 
6.00 
6.00 
5.00 
80.00 
66.00 
Maximum 
19.00 
20.00 
19.00 
12.00 
20.00 
19.00 
19.00 
19.00 
19,00 
19.00 
182.00 
139.00 
Mean 
16.2300 
14.6850 
14.6000 
14.7300 
14.6250 
14.3050 
14.9750 
14.4500 
12.4600 
14.1150 
144,5600 
99.4700 
SD 
2,18885 
2,24968 
2.45154 
7.34211 
2.70944 
2.43549 
2.51516 
2.46534 
3.06683 
2.96915 
23.47941 
15.60406 
Table A shows the descriptive statistics for the variable of organizational 
health, dimensions wise and secondly for the variable of job motivation 
respectively. 
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Table 1 
Showing impact of OH on JM among overall textile industry workers 
Table la. 
Model Summary 
Model 
1 
2 
R 
.941'' 
.952" 
R 
Square 
.885 
.906 
Adjusted 
R Square 
.885 
.905 
Std. 
Error of 
the 
Estimate 
5.29698 
4.82105 
Change Statistics 
R 
Square 
Change 
.885 
.020 
F Change 
1528.918 
42.022 
dfl 
1 
1 
df2 
198 
197 
Sig.F 
Change 
.000 
.000 
a Predictors: (Constant), psa 
b Predictors: (Constant), psa. Morale 
Table 1 is showing the impact of organizational health on job motivation 
among overall textile industry workers. In all two independent variables 
emerged as predictors, namely, problem solving adequacy and morale 
respectively. 
Table la, shows the model summary indicating both the two predictors of 
the model. Multiple correlation (R) is found as .941 for problem solving 
adequacy; .952 for morale respectively. Further R , which represents the 
contribution of criterion variable to the predictor variable, is also seen. 
Here we have considered R change, that is, the actual contribution of 
criterion variable to the predictor variable. Hence the real covariance, the 
magnitude of independent variable which contributed to the dependent 
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variable (job motivation) came out as 88.50% for problem solving 
adequacy; 2% for morale respectively. 
Table lb. 
Analysis of variance for the regression 
ANOVA' 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
42898.342 
5555.478 
48453.820 
43875.034 
4578.786 
48453.820 
df 
1 
198 
199 
2 
197 
199 
Mean 
Square 
• 42898.342 
28.058 
21937.517 
23.243 
F 
1528.9 
18 
943.85 
1 
Sig. 
.000" 
.000" 
a Predictors: (Constant), psa 
b Predictors: (Constant), psa, Morale 
c Dependent Variable: JM 
Table lb. clearly shows the influence of independent variable 
(organizational health) on the dependent variable, namely job motivation. 
It is amply clear from the table the F-values of is highly significant and 
far beyond .01 level of confidence. Hence, it confirms that there would 
have been definitely any independent variables predicting job motivation 
of overall textile industry workers. 
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Table Ic. 
Coefficients showing real predictor variables 
Coefficients^  
Model 
1 
2 
(Constant) 
psa 
(Constant) 
psa 
Morale 
Unstandardized 
Coefficients 
B 
29,672 
4.945 
19.824 
2.587 
3.015 
Std. 
Error 
1.824 
.126 
2.250 
.382 
.465 
Standardized 
Coefficients 
Beta 
.941 
.492 
.471 
t 
16.268 
39.101 
8.809 
6.781 
6.482 
Sig. 
.000 
.000 
.000 
.000 
.000 
Correlations 
Partial 
.941 
.435 
.419 
a Dependent Variable: JM 
Table Ic. clearly indicates that OH influences job motivation among 
overall textile industry workers. As the statistical value given in the table 
indicates, that is, t=6.78 for psa and t=6.48 for Morale respectively. By 
having a look at the t-values, we may conclude that t-values are 
significant for all the predictors indicating a relationship between the 
predictors and criterion variable (job motivation). The correlation (partial) 
is r=.435 for psa and r=.419 for Morale respectively, showing that 
predictors significantly influence the degree of job motivation. 
From the results it may be interpreted that job motivation 
among overall textile industry workers can be significantly predicted by 
psa and Morale respectively. Thus, the null-hypothesis HQI is rejected. 
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Hence, organizational health influences job motivation among overall 
textile industry workers. 
Table-B 
Descriptive Statistics 
N=200 
Variable(s) 
SV 
EV 
PV 
IV 
MV 
Twv 
JM 
Minimum 
3.00 
2.00 
2.00 
2.00 
1.00 
10.00 
66.00 
Maximum 
10.00 
5.00 
8.00 
7.00 
4.00 
2020.00 
139.00 
Mean 
6.1050 
2.8100 
4.3300 
3.8300 
1.6350 
28.6350 
99.4700 
SD 
1.59899 
.75282 
1.29207 
1.26455 
.66633 
141.59902 
15.60406 
Table B shows tlie descriptive statistics for the variable of work values, 
dimensions wise and secondly for the variable of job motivation 
respectively. 
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Table 2 
Showing impact of WV on JM among overall textile industry workers 
Table 2a. 
Model 
1 
2 
3 
4 
R 
.847" 
.905' 
.915' 
.917" 
R 
Square 
.718 
.819 
.838 
.842 
Model Summary 
Adjusted 
R Square 
.717 
.817 
.835 
.838 
Std. 
Error of 
the 
Estimate 
8.30780 
6.67333 
6.33377 
6.27494 
R 
Square 
Change 
.718 
.101 
.019 
.004 
Change Statistics 
F 
Change 
504.031 
109.868 
22.689 
4.692 
dfl 
1 
1 
1 
1 
dfl 
198 
197 
196 
195 
sig.r 
Change 
.000 
.000 
.000 
.032 
a Predictors: (Constant), SV 
b Predictors: (Constant), SV, MV 
c Predictors: (Constant), SV, MV, PV 
d Predictors: (Constant), SV, MV, PV, EV 
Table 2 is showing the impact of work values on job motivation among 
overall textile industry workers. In all four independent variables emerged 
as predictors, namely, social values; mixed values; prestiege values and 
extrinsic values respectively. 
Table 2a. shows the model summary indicating all the four predictors of 
the model. Multiple correlation (R) is found as .847 for social values; 
.905 for mixed values; .915 for prestiege values and .917 for extrinsic 
values respectively. Further R^ which represents the contribution of 
criterion variable to the predictor variable, is also seen. Here we have 
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considered R change, that is, the actual contribution of criterion variable 
to the predictor variable. Hence the real covariance, the magnitude of 
independent variable which contributed to the dependent variable (job 
motivation) came out as 71.8% for social values; 10.1% for mixed values; 
1.9%) for prestiege values and 0.4% for extrinsic values respectively. 
Table 2b. 
Analysis of variance for the regression 
ANOVA' 
Model 
1 
2 
3 
4 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
34787.965 
13665.855 
48453.820 
39680.759 
8773.061 
48453.820 
40590.961 
7862.859 
48453.820 
40775.719 
7678.101 
48453.820 
df 
1 
198 
199 
2 
197 
199 
3 
196 
199 
4 
195 
199 
Mean 
Square 
34787.965 
69.019 
19840.379 
44.533 
13530.320 
40.117 
10193.930 
39.375 
F 
504.031 
445.518 
337.275 
258.894 
Sig. 
.000' 
.000" 
.000' 
.000" 
a Predictors: (Constant), SV 
b Predictors: (Constant), SV, MV 
c Predictors: (Constant), SV, MV, PV 
d Predictors: (Constant), SV, MV, PV, EV 
e Dependent Variable: JM 
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Table 2b. clearly shows the influence of independent variable (work 
values) on the dependent variable, namely job motivation. It is amply 
clear from the table the F-values of is highly significant and far beyond 
.01 level of confidence. Hence, it confirms that there would have been 
definitely any independent variables predicting job motivation of overall 
textile industry workers. 
Table 2c. 
Coefficients showing real predictor varia 
Coefficients" 
bles 
Model 
1 
2 
3 
4 
(Constant) 
SV 
(Constant) 
SV 
MV 
(Constant) 
SV 
MV 
PV 
(Constant) 
SV 
MV 
PV 
EV 
Unstandardized 
Coefficients 
B 
48.989 
8.269 
51.847 
4.820 
11.130 
50.325 
3.419 
9.962 
2.768 
48.138 
3.419 
9.223 
2.467 
1.672 
Std. 
Error 
2.324 
.368 
1.887 
.442 
1.062 
1.819 
.513 
1.037 
.581 
2.066 
.508 
1.083 
.592 
.772 
Standardized 
Coefficients 
Beta 
.847 
.494 
.475 
.350 
.425 
.229 
.350 
.394 
.204 
.081 
t 
21.079 
22.451 
27.482 
10.893 
10.482 
27.668 
6.667 
9.604 
4.763 
23.305 
6.730 
8.518 
4.166 
2.166 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.032 
Correlations 
Partial 
.847 
.613 
.598 
.430 
.566 
.322 
.434 
.521 
.286 
.153 
a Dependent Variable; JM 
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Table 2c. clearly indicates that WV influences job motivation among 
overall textile industry workers. As the statistical value given in the table 
indicates, that is, t=6.73 for SV; t= 8.51 for MV; t- 4.16 for PV and t= 
2.16 for EV respectively. By having a look at the t-values, we may 
conclude that t-values are significant for all the predictors indicating a 
relationship between the predictors and criterion variable Gob 
motivation). The correlation (partial) is r=.434 for SV; r= .521 for MV; r= 
.286 for PV and r= .153 for EV respectively, showing that predictors 
significantly influence the degree of job motivation. 
From the results it may be interpreted tliat job motivation among 
overall textile industry workers can be significantly predicted by SV; 
MV; PV and EV respectively. Thus, the null-hypothesis Ho2 is rejected. 
Hence, work values' influences job motivation among overall textile 
industry workers. 
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Table-C 
Descriptive Statistics 
N=100 
Variable(s) 
GF 
CA 
OPU 
RU 
CohesiveN 
Morale 
InnoN 
Auto 
Adapt 
psa 
Toh 
JM 
Minimum 
11.00 
9.00 
8.00 
10.00 
8.00 
7.00 
10.00 
6.00 
6.00 
5.00 
80.00 
70.00 
Maximum 
19,00 
19.00 
19.00 
112.00 
19.00 
19.00 
19.00 
19.00 
18.00 
19.00 
182.00 
139.00 
Mean 
16.2200 
14.9000 
14.4700 
15.2600 
14.8000 
14.4000 
14.9600 
14.2000 
12.2900 
14.3700 
144.7900 
103.3600 
SD 
2.09656 
2.29404 
2.59547 
10.03290 
2.53461 
2.58199 
2.57384 
2.51862 
3.08563 
3.00052 
24.18084 
15.45049 
Table C shows the descriptive statistics for the variable of organizational 
health, dimensions wise and secondly for the variable of job motivation 
respectively. 
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Table 3 
Showing impact of OH on JM among technical group of textile 
industry workers 
Table 3 a. 
Model 
1 
2 
R 
.971" 
.973" 
R 
Square 
.943 
.947 
Model Summary 
Adjusted 
R Square 
.943 
.946 
Std.Error 
of the 
Estimate 
3.70038 
3.58522 
R 
Square 
Change 
.943 
.004 
Change Statistics 
F 
Change 
1627.948 
7.396 
dn 
1 
1 
df2 
98 
97 
Sig.F 
Change 
.000 
.008 
a Predictors: (Constant), Toh 
b Predictors: (Constant), Toh, CA 
Table 3 is showing the impact of organizational health on job motivation 
among technical group of textile industry workers. In all two independent 
variables emerged as predictors, namely, total organizational health and 
communication adequacy respectively. 
Table 3a. shows the model summary indicating both the two predictors of 
the model. Multiple correlation (R) is found as .971 for total 
organizational health and .973 for communication adequacy respectively. 
Further R , which represents the contribution of criterion variable to the 
predictor variable, is also seen. Here we have considered R^  change, that 
is, the actual contribution of criterion variable to the predictor variable. 
Hence the real covariance, the magnitude of independent variable which 
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contributed to the dependent variable (job motivation) came out as 94.3% 
for total organizational health and 0.4% for communication adequacy 
respectively. 
Table 3b. 
Analysis of variance for the regression 
ANOVA' 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
22291.147 
1341.893 
23633.040 
22386.219 
1246.821 
23633.040 
df 
1 
98 
99 
2 
97 
99 
Mean 
Square 
22291.147 
13.693 
11193.109 
12.854 
F 
1627.948 
870.800 
Sig. 
.000' 
.000'' 
a Predictors; (Constant), Toh 
b Predictors: (Constant), Toh, CA 
c Dependent Variable: JM 
Table 3b. clearly shows the influence of independent variable 
(organizational health) on the dependent variable, namely job motivation. 
It is amply clear from the table the F-values of is highly significant and 
far beyond .01 level of confidence. Hence, it confirms that there would 
have been definitely any independent variables predicting job motivation 
of technical group of textile industry workers. 
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Table 3c. 
Coefficients showing real predictor variables 
Coefficients^ 
Model 
1 
2 
(Constant) 
Toh 
(Constant) 
Toh 
CA 
Unstandardized 
Coefficients 
B 
13.510 
.621 
16.120 
.686 
-.815 
Std. 
Error 
2.257 
,015 
2.388 
.028 
.300 
Standardized 
Coefficients 
Beta 
.971 
1,074 
-.121 
t 
5.985 
40,348 
6.749 
24.144 
-2.720 
Sig. 
.000 
,000 
.000 
.000 
.008 
Correlations 
Partial 
,971 
.926 
-.266 
a Dependent Variable; JM 
Table 3c. clearly indicates that OH influences job motivation among 
technical group of textile industry workers. As the statistical value given 
in the table indicates, that is, t= 24.14 for Toh and t- -2.72 for CA 
respectively. By having a look at the t-values, we may conclude that t-
values are significant for all the predictors indicating a relationship 
between the predictors and criterion variable Gob motivation). The 
correlation (partial) is r=.926 for Toh and r= -.266 for CA respectively, 
showing that predictors significantly influence the degree of job 
motivation. 
The t-value of communication adequacy is negative indicating a negative 
relationship with the criterion. Similarly the correlation of communication 
adequacy and criterion (job motivation) is showing significant negative 
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relationship. It means that communication adequacy negatively influence 
the level of job motivation of technical group of textile industry workers. 
As the level of communication adequacy increases the, level of job 
motivation decreases. 
From the results it may be interpreted that job motivation 
among technical group of textile industry workers can be significantly 
predicted by Toh. Thus, the null-hypothesis Ho3 is rejected. Hence, 
organizational health influences job motivation among technical group of 
.textile industry workers. 
Table-D 
Descriptive Statistics 
N=100 
Variable(s) 
SV 
EV 
PV 
IV 
MV 
Twv 
JM 
Minimum 
3.00 
2.00 
2.00 
2.00 
1.00 
10.00 
70.00 
Maxim 
urn 
10.00 
5.00 
8.00 
7.00 
3.00 
31.00 
139.00. 
Mean 
6.1600 
2.8500 
4.2600 
3.8100 
1.7100 
18.8800 
103,3600 
SD 
1.61258 
.74366 
1.28409 
1.16943 
.57375 
4.72107 
15,45049 
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Table D shows the descriptive statistics for the variable of work values, 
dimensions wise and secondly for the variable of job motivation 
respectively. 
Table 4 
Showing impact of WV on JM among technical group of textile 
industry workers 
Table 4a. 
Model Summary 
Model 
1 
2 
3 
R 
.945' 
.948' 
.95r 
R 
Square 
.892 
.899 
.903 
Adjusted 
R 
Square 
.891 
.897 
.900 
Std. 
Error of 
the 
Estimate 
5.09675 
4,95611 
4.87518 
Change Statis 
R Square 
Change 
.892 
.007 
.004 
F 
Change 
811.772 
6.641 
4.247 
dfl 
1 
1 
1 
tics 
df2 
98 
97 
96 
Sig.F 
Change 
.000 
.011 
.042 
a Predictors: (Constant), Twv 
b Predictors: (Constant), Twv, SV 
c Predictors: (Constant), Twv, SV, PV 
Table 4 is showing the impact of work values on job motivation among 
technical group of textile industry workers. In all three independent 
variables emerged as predictors, namely, total work values; social values 
and prestiege values respectively. 
Table 4a. shows the model summary indicating all the three predictors of 
the model. Multiple correlation (R) is found as .945 for total work values; 
.948 for social values and .951 for, prestiege values respectively. Further 
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R^ which represents the contribution of criterion variable to the predictor 
variable, is also seen. Here we have considered R^  change, that is, the 
actual contribution of criterion variable to the predictor variable. Hence 
the real covariance, the magnitude of independent variable which 
contributed to the dependent variable Gob motivation) came out as 89.2% 
for total work values; 0.7% for social values and 0.4% for prestiege 
values respectively. 
Table 4b. 
Analysis of variance for the regression 
ANOVA'^  
Model 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
21087.306 
2545.734 
23633.040 
21250.425 
2382.615 
23633.040 
21351.369 
2281.671 
23633.040 
df 
1 
98 
99 
2 
97 
99 
3 
96 
99 
Mean 
Square 
21087.306 
25.977 
10625.212 
24.563 
7117.123 
23.767 
F 
811.772 
432.569 
299.449 
Sig. 
.000" 
.000" 
.000' 
a Predictors: (Constant), Twv 
b Predictors: (Constant), Twv, SV 
c Predictors: (Constant), Twv, SV, PV 
d Dependent Variable: JM 
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Table 4b. clearly shows the influence of independent variable (work 
values) on the dependent variable, namely job motivation. It is amply 
clear from the table the F-values of is highly significant and far beyond 
.01 level of confidence. Hence, it confirms that there would have been 
definitely any independent variables predicting job motivation of 
technical group of textile industry workers. 
Table 4c. 
Coefficients showing real predictor variables 
Coefficients^  
Model 
1 
2 
3 
(Constant) 
Twv 
(Constant) 
Twv 
SV 
(Constant) 
Twv 
SV 
PV 
Unstandardized 
Coefficients 
B 
44.995 
3.091 
44.513 
2.462 
2.008 
45.364 
1.972 
2.024 
1.949 
Std. 
Error 
2.111 
.109 
2.061 
.266 
.779 
2.069 
.354 
.766 
.946 
Standardized 
Coefficients 
Beta 
.945 
.752 
.210 
.602 
.211 
.162 
t 
21.315 
28.492 
21.596 
9.252 
2.577 
21.925 
5.574 
2.642 
2.061 
Sig. 
.000 
.000 
.000 
.000 
.011 
.000 
.000 
.010 
.042 
Correlations 
Partial 
.945 
.685 
.253 
.495 
.260 
.206 
a Dependent Variable; JM 
Table 4c. clearly indicates that WV influences job motivation among 
technical group of textile industry workers, As tlie statistical value given 
in the table indicates, that is, t== 5.57 for Twv; t= 2.64 for SV and t= 2.06 
for PV respectively. By having a look at the t-values, we may conclude 
that t-values are significant for all the predictors indicating a relationship 
between the predictors and criterion variable (job motivation). The 
correlation (partial) is r=.495 for Twv; r= .260 for SV and r= .206 for PV 
respectively, showing that predictors significantly influence the degree of 
job motivation. 
From the results it may be interpreted that job motivation 
among technical group of textile industry workers can be significantly 
predicted by Twv; SV and PV respectively. Thus, the null-hypothesis Ho4 
is rejected. Hence, work values influences job motivation among 
technical group of textile industry workers. 
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Table-E 
Descriptive Statistics 
N=100 
Variable(s) 
GF 
CA 
OPU 
RU 
CohesiveN 
Morale 
InnoN 
Auto 
Adapt 
psa 
Toh 
JM 
Minimum 
9.00 
9.00 
10.00 
8.00 
1.00 
10.00 
7.00 
7.00 
6.00 
6.00 
80.00 
66.00 
Maximum Mean 
19.00 
20.00 
19.00 
19.00 
20.00 
19.00 
19.00 
19.00 
19.00 
19.00 
180.00 
124.00 
16.2400 
14.4700 
14.7300 
14.2000 
14.4500 
14.2100 
14.9900 
14.7000 
12.6300 
13.8600 
144.3300 
95.5800 
SD 
2.28796 
2.19483 
2.30439 
2.67045 
2.87580 
2.28873 
2.46796 
2.39739 
3.05391 
2.93023 
22.87606 
14.83729 
Table E shows the descriptive statistics for the variable of organizational 
health, dimensions wise and secondly for the variable of job motivation 
respectively. 
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Table 5 
Showing impact of OH on JM among non-technical group of textile 
industry workers 
Table 5a. 
Model 
1 
2 
3 
4 
5 
R 
.976' 
.979' 
.98 r 
.982' 
.984° 
R 
Square 
.953 
.959 
.963 
.965 
.967 
Model Summary 
Adjusted 
R Square 
.953 
.958 
.962 
.963 
.966 
Std. Error 
of the 
Estimate 
3.22874 
3.03237 
2.90264 
2.84614 
2.74647 
R Square 
Change 
.953 
.006 
.004 
.002 
.003 
Change Statistics 
F Change 
1992.628 
14.104 
9.864 
4.849 
8.021 
dfl df2 
98 
97 
96 
95 
94 
Sig.F 
Change 
.000 
.000 
.002 
.030 
.006 
a Predictors: 
b Predictors 
c Predictors: 
d Predictors 
e Predictors: 
(Constant), Adapt 
(Constant), Adapt, psa 
(Constant), Adapt, psa. Morale 
(Constant), Adapt, psa. Morale, GF 
(Constant), Adapt, psa, Morale, GF, Toh 
Table 5 is showing the impact of organizational health on job motivation 
among non-technical group of textile industry workers. In all five 
independent variables emerged as predictors, namely, adaptation; 
problem solving adequacy; morale; goal focus and total organizational 
health respectively. 
Table 5a. shows the model summary indicating all the five predictors of 
the model. Multiple correlation (R) is found as .976 for adaptation; .979 
for problem solving adequacy; .981 for morale; .982 for goal focus and 
.984 for total organizational health respectively. Further R ,^ which 
represents the contribution of criterion variable to the predictor variable, 
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is also seen. Here we have considered R^  change, that is, the actual 
contribution of criterion variable to the predictor variable. Hence the real 
covariance, the magnitude of independent variable which contributed to 
the dependent variable (job motivation) came out as 95.3% for 
adaptation; 0.6% for problem solving adequacy; 0.4% for morale; 0.2% 
for goal focus and 0.3% for total organizational health respectively. 
Table 5b. 
Analysis of variance for the regression 
ANOVA^ 
Model 
1 
2 
3 
4 
5 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
20772.731 
1021.629 
21794.360 
20902.421 
891.939 
21794.360 
20985.530 
808.830 
21794.360 
21024.810 
769.550 
21794.360 
21085.310 
709.050 
21794.360 
Df 
1 
98 
99 
2 
97 
99 
3 
96 
99 
4 
95 
99 
5 
94 
99 
Mean 
Square 
20772.731 
10.425 
10451.210 
9.195 
6995.177 
8.425 
5256.203 
8.101 
4217.062 
7.543 
F 
1992.628 
1136.588 
830.257 
648.872 
559.063 
Sig. 
,000' 
.000' 
.000' 
.000" 
.000' 
a Predictors: (Constant), Adapt 
b Predictors: (Constant), Adapt, psa 
c Predictors: (Constant), Adapt, psa, Morale 
d Predictors: (Constant), Adapt, psa, Morale, GF 
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e Predictors: (Constant), Adapt, psa. Morale, GF, Toh 
f Dependent Variable: JM 
Table 5b. clearly shows the influence of independent variable 
(organizational health) on the dependent variable, namely job motivation. 
It is amply clear from the table the F-values of is highly significant and 
far beyond .01 level of confidence. Hence, it confirms that there would 
have been definitely any independent variables predicting job motivation 
of non-technical group of textile industry workers. 
I l l 
Chflpter-4 Results 
Table 5c. 
Coefficients showing real predictor variables 
Coefficients^  
Model 
1 
2 
3 
4 
5 
(Constant) 
Adapt 
(Constant) 
Adapt 
psa 
(Constant) 
Adapt 
psa 
Morale 
(Constant) 
Adapt 
psa 
Morale 
GF 
(Constant) 
Adapt 
psa 
Morale 
GF 
Toh 
Unstandardized 
Coefficients 
B 
35.673 
4.743 
32.684 
3.556 
1.297 
24.427 
2.477 
1.085 
1.747 
27.790 
2.461 
1.399 
1.861 
-.562 
23.891 
2.030 
.797 
1.485 
-1.127 
.223 
Std. 
Error 
1.380 
.106 
1.521 
.331 
.345 
3.005 
.468 
.338 
.556 
3.319 
.459 
.360 
.548 
.255 
3.486 
.468 
.408 
.545 
.317 
.079 
Standardized 
Coefficients 
Beta 
.976 
.732 
.256 
.510 
.214 
.269 
.507 
.276 
.287 
-.087 
.418 
.157 
.229 
-.174 
.344 
t 
25.844 
44.639 
21.486 
10.727 
3.756 
8.128 
5.299 
3.215 
3.141 
8.373 
5.368 
3.883 
3.397 
-2.202 
6.853 
4.339 
1.956 
2.725 
-3.556 
2.832 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.002 
.002 
.000 
.000 
.000 
.001 
.030 
.000 
.000 
.053 
.008 
.001 
.006 
Correlations 
Partial 
.976 
.737 
.356 
.476 
.312 
.305 
.482 
.370 
.329 
-.220 
.408 
.198 
.271 
-.344 
.280 
a Dependent Variable: JM 
Table 5c. clearly indicates that OH influences job motivation among non-
technical group of textile industry workers. As the statistical value given 
in the table indicates, that is, t= 4.33 for Adapt; t= 1.95 for psa; t= 2.72 
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for Morale; t= -3.55 for GF and t= 2.83 for Toh respectively. By having a 
look at the t-values, we may conclude that t-values are significant for all 
the predictors indicating a relationship between the predictors and 
criterion variable (job motivation). The correlation (partial) is r= .408 for 
Adapt; r= .198 for psa; r= .271 for Morale; r= -.344 for GF and r= .280 
for Toh respectively, showing that predictors significantly influence the 
degree of job motivation. 
The t-value of goal focus is negative indicating a negative relationship 
with the criterion. Similarly the correlation of goal focus and criterion 
(job motivation) is showing significant negative relationship. It means 
that goal focus negatively influence the level of job motivation of non-
technical group of textile industry workers. As tlie level of goal focus 
increases, the level of job motivation decreases. 
From the results it may be interpreted that job motivation 
among non-technical group of textile industry workers can be 
significantly predicted by Adapt; psa; Morale and Toh respectively. Thus, 
the null-hypothesis Ho5 is rejected. Hence, organizational heahh 
influences job motivation among non-technical group of textile industry 
workers. 
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Table-F 
Descriptive Statistics 
N=100 
Variable(s) 
SV 
EV 
PV 
IV 
MV 
Twv 
JM 
Minimum 
3.00 
2.00 
2.00 
2.00 
1.00 
10.00 
66.00 
Maximum 
9.00 
5.00 
8.00 
7.00 
4.00 
2020.00 
124.00 
Mean 
6.0500 
2.7700 
4.4000 
3.8500 
1.5600 
38.3900 
95.5800 
SD 
1.59149 
.76350 
1.30268 
1.35866 
.74291 
200.22129 
14.83729 
Table F shows the descriptive statistics for the variable of work values, 
dimensions wise and secondly for the variable of job motivation 
respectively. 
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Table 6 
Showing impact of WV on JM among non-technical group of textile 
industry workers 
Table 6a. 
Model Summary 
Model 
1 
2 
3 
R 
.896' 
.933' 
.950° 
R 
Square 
.802 
.870 
.903 
Adjusted 
R Square 
.800 
.868 
.900 
Std. Error 
of the 
Estimate 
6.63602 
5.40010 
4.69908 
Change Statistics 
R 
Square 
Change 
.802 
.068 
.033 
F 
Change 
396.912 
50.992 
32.100 
dfl 
1 
1 
1 
df2 
98 
97 
96 
Sig.F 
Change 
.000 
.000 
.000 
a Predictors; (Constant), EV 
b Predictors: (Constant), EV, MV 
c Predictors: (Constant), EV, MV, SV 
Table 6 is showing the impact of work values on job motivation among 
non-technical group of textile industry workers. In all tliree independent 
variables emerged as predictors, namely, extrinsic values; mixed values 
and social values respectively. 
Table 6a. shows the model summary indicating all the three predictors of 
the model. Multiple correlation (R) is found as .896 for extrinsic values; 
.933 for mixed values and .950 for social values respectively. Further R ,^ 
which represents the contribution of criterion variable to the predictor 
variable, is also seen. Here we have considered R^  change, that is, the 
actual contribution of criterion variable to the predictor variable. Hence 
the real covariance, the magnitude of independent variable which 
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contributed to the dependent variable (job motivation) came out as 80.2% 
for extrinsic values: 6.8% for mixed values and 33% for social values 
respectively. 
Table 6b. 
Analysis of variance for the regression 
ANOVA'^  
Model 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
17478.753 
4315.607 
21794.360 
18965.733 
2828.627 
21794.360 
19674.548 
2119.812 
21794.360 
df 
1 
98 
99 
2 
97 
99 
3 
96 
99 
Mean 
Square 
17478.753 
44.037 
9482.866 
29.161 
6558.183 
22.081 
F 
396.912 
325.189 
297.001 
Sig. 
.000" 
.000' 
.000' 
a Predictors: (Constant), EV 
b Predictors: (Constant), EV, MV 
c Predictors; (Constant), EV, MV, SV 
d Dependent Variable: JM 
Table 6b. clearly shows the influence of independent variable (work 
values) on the dependent variable, namely job motivation. It is amply 
clear from the table the F-values of is highly significant and far beyond 
.01 level of confidence. Hence, it confirms that there would have been 
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definitely any independent variables predicting job motivation of non-
technical group of textile industry workers. 
Table 6c. 
Coefficients showing real predictor variables 
Coefficients^  
Model 
1 
2 
3 
(Constant) 
EV 
(Constant) 
EV 
MV 
(Constant) 
EV 
MV 
sv 
Unstandardized 
Coefficients 
B 
47.373 
17.403 
51.939 
11.047 
8.360 
46.551 
8.127 
6.795 
2.631 
Std. 
Error 
2.509 
.874 
2.140 
1.139 
1.171 
2.091 
1.117 
1.056 
,464 
Standardized 
Coefficients 
Beta 
.896 
.568 
.419 
.418 
.340 
.282 
t 
18.881 
19.923 
24.276 
9.697 
7.141 
22.267 
7.274 
6.438 
5.666 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
Correlations 
Partial 
.896 
.702 
.587 
.596 
.549 
.501 
a Dependent Variable: JM 
Table 6c. clearly indicates that WV influences job motivation among non-
technical group of textile industry workers. As the statistical value given 
in the table indicates, that is, t= 7.27 for EV; t= 6.43 for MV and t= 5.66 
for SV respectively. By having a look at the t-values, we may conclude 
that t-values are significant for all the predictors indicating a relationship 
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between the predictors and criterion variable Gob motivation). The 
correlation (partial) is r= .596 for EV; r- .549 for MV and r- .501 for SV 
respectively, showing that predictors significantly influence the degree of 
job motivation. 
From the results it may be interpreted that job motivation 
among non-technical group of textile industry workers can be 
significantly predicted by EV; MV and SV respectively. Thus, the null-
hypothesis Ho6 is rejected. Hence, work values influences job motivation 
among non-technical group of textile industry workers. 
Li the end, "t-test" is applied, in order to answer the questions 
raised earlier to interpret the results and observe significance of 
difference, if any, among various groups of subjects in their 
organizational health; work values and job motivation respectively. 
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Table I 
Comparison of Organizational Health between Technical and Non-
Technical Workers 
Organizational Health 
Technical workers 
Non-technical workers 
N 
100 
100 
Mean 
144.34 
144.07 
SD 
22.76 
23.66 
SED 
23.21 
t 
0.39 
P 
n.s. 
* Significant at .05 level 
** Significant at .01 level 
Table I shows the comparison of organizational health between 
technical and non-technical group of workers. The mean of technical 
group of workers of organizational health is 144.34 and standard 
deviation is 22.76. Similarly the mean of non-technical category of 
workers is 144.07 and standard deviation is 23.66. Their standard error of 
difference is 2 3.21. The't-value'came out to be 0.39 which is non-
significant. 
It is indicating that there is no difference between technical and 
non-technical group of workers, with respect to organizational health. 
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Table II 
Comparison of Work Values between Technical and Non-Technical 
Workers 
Work Values 
Technical workers 
Non-technical worlcers 
N 
100 
100 
Mean 
18.78 
18,70 
SD 
4.09 
4.22 
SED 
4.96 
t 
2.22* 
P 
.05 
* Significant at .05 level 
** Significant at .01 level 
Table II is indicating the comparison of work values between 
technical and non-technical workers. The mean of work values among 
technical group of workers is 18.78 and their standard deviation is 4.09. 
The mean computed for non-technical group of workers is 18.70 and 
standard deviation is 4.22. Their standard error of difference came out 
4.96 and't-value' as 2.22 which is significant at 0.05 level. 
The result shows significant difference between technical and non-
technical group of workers with regard to work values. 
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Table III 
Comparison of Job Motivation between Technical and Non-Technical 
Workers 
Job Motivation 
Technical workers 
Non-technical workers 
N 
100 
100 
Mean 
104.24 
95.75 
SD 
9.35 
11.11 
SED 
15.02 
t 
2.12* 
P 
.05 
* Significant at .05 level 
** Significant at .01 level 
Table III shows the comparison of job motivation between 
technical and non-teclinical group of workers. The mean of technical 
group of workers is 104.24 with standard deviation 9.35. The mean of 
non-technical group of workers is 95.75 and the standard deviation is 
11.11. Their standard error of difference is 15.02 and the 't-value' is 2.12, 
which is significant at .05 level. 
It shows significant difference between technical and non-technical 
group of workers with regard to job motivation. 
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Table IV 
Comparison between mean scores of Dimensions of Organizational 
Health among technical and non-technical workers 
Dimension (s) of Organizational 
Health 
Goal Focus 
Communication Adequacy 
Optimal Power Utilization 
Resource Utilization 
Cohesiveness 
Morale 
Innovativeness 
Autonomy 
Adaptation 
Problem Solving Adequacy 
Overall Organizational Health 
Technical 
workers 
N = 100 
Mean 
16.22 
14.90 
14.47 
15.26 
14.80 
14.40 
14,96 
14.20 
12.29 
14.37 
144.34 
SD 
2.08 
2.28 
2.58 
2.98 
2.52 
2.56 
2.56 
2.50 
3.07 
2.98 
22.76 
Non-technical 
worker 
N = 100 
Mean 
16.24 
14.47 
14.73 
14.20 
14.45 
14.21 
14.99 
14.70 
12.63 
13.86 
144.07 
SD 
2.27 
2.18 
2.29 
2.65 
2.86 
2.27 
2.45 
2.38 
3.03 
2.91 
23.66 
t 
0.06 
1.38 
0.76 
1.03 
0.94 
0.57 
0.08 
1.47 
0.08 
1.24 
0.39 
P 
n.s. 
n.s. 
n.s. 
n.s. 
n.s. 
n.s. 
n.s. 
n.s. 
n.s. 
n.s. 
n.s. 
* Significant at .05 level 
** Significant at .01 level 
Table IV is showing comparison between mean scores of dimensions of 
organizational health among technical and non-technical workers. The 
number of technical as well as non-technical workers is 100, to the 
dimensions of organizational health. The mean of the first dimension of 
organizational health, that is, goal focus for technical workers is 16.22 
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and its standard deviation is 2.08. Similarly goal focus of non-technical 
workers mean is 16.24 and standard deviation is 2.27. Their 't-value' 
came out to be 0.06 which is a non-significant value. The second 
dimension of organizational health, communication adequacy is having 
14.90 as the mean and 2.28 as the standard deviation of the category of 
technical workers. For the non-technical group of workers the mean is 
14.47 and standard deviation 2.18. Their t-value' stands to be 1.38 which 
is a non-significant value. The dimension of organizational health, that is, 
optimal power utilization is having 14.47 as its mean and 2.58 as its 
standard deviation of the technical category. For the non-technical group 
the mean is 14.73 and standard deviation is 2.29. The't-value' is 0.76 
which is non-significant. The mean value of resource utilization 
dimension of organizational health of technical group is 15.26 and 
standard deviation is 2.98.For the non-technical category the mean is 
14.20 and standard deviation is 2.6 5. Their't-value' is 1.03 which is non-
significant. Fifthly cohesiveness dimension of organizational health is 
having 14.80 as the mean value and 2.52 as standard deviation among 
technical group of workers and 14.45 as mean and 2.86 as the standard 
deviation of the non-technical category of workers. Their 't-value' is 0.94 
which is not significant. 
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The mean of morale dimension of organizational health of 
technical workers is 14.40 and standard deviation is 2.56. Likewise for 
the non technical group mean is 14.21 and standard deviation is 2.27. 
Their 't-value' came out 0.57 which is non-significant. The dimension of 
organizational health, innovativeness is having 14.96 as its mean and 2.56 
as its standard deviation for technical group of workers. For the non-
technical group the mean is 14.99 and standard deviation is 2.45. The 't-
value' is 0.08 which is non-significant. For the dimension of 
organizational health, autonomy the mean is 14.20 and standard deviation 
is 2.50 for the technical group of workers. In the non-technical group of 
workers the mean is 14.70 and standard deviation is 2.38. The 't-value' is 
1.47 which is non-significant. The ninth dimension of organizational 
health is adaptation. For the technical group of workers the mean is 12.29 
and standard deviation is 3.07. For non technical group of workers the 
mean is 12.63 and standard deviation is 3.03. Their't-value' is computed 
as 0.80 which is non-significant. The last dimension of organizational 
health is problem-solving adequacy. For technical group of workers the 
mean is 14.37 and standard deviation is 2.98. For the non-technical group 
of workers the mean is 13.86 and standard deviation is 2.91. The 't-value' 
came out to be 1.24 which is non-significant. 
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The overall mean of all the ten dimensions of organizational health 
for the technical group of workers is 144.34 and the standard deviation is 
22.76. Whereas for the non-technical group the mean is computed as 
144.07 and standard deviation is 23.66. The 't' value between them came 
out to 0.39 which is non-significant. 
The result is showing no difference between mean scores of 
technical and non-technical group of workers with regard to the 
dimensions of organizational health as well as overall organizational 
health. 
Table V 
Comparison between mean scores of Dimensions of Work Values 
among technical and non-technical workers 
Dimension (s) of 
Work Values 
Social values 
Extrinsic values 
Prestige values 
Intrinsic values 
Mixed values 
Overall Work Values 
Technical workers 
N = 
Mean 
6.16 
2.85 
4.26 
3.81 
1.71 
18.78 
100 
SD 
1.60 
0.73 
1.27 
1.16 
0.54 
4.09 
Non-technical 
workers 
N = 100 
Mean 
6.05 
2.77 
4.40 
3.85 
1.56 
18.70 
SD 
1,58 
0.75 
1.29 
1.35 
0.73 
4.96 
t 
0.50 
0.80 
0.82 
0.23 
1.67 
2.22* 
P 
n.s. 
n.s. 
n.s. 
n.s. 
n.s. 
.05 
* Significant at .05 level 
** Significant at .01 level 
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Table V is showing comparison between the mean scores of 
dimensions of work values among technical and non-technical workers. N = 
100, for both the categories workers. In all there are five dimensions of work 
values. The first dimension of work values, that is, social values, the mean 
of technical workers is 6.16 and standard deviation 1.60. For non- technical 
group of workers the mean is 6.05 and standard deviation is 1.58. The't-
value' is 0.50 which is non-significant. The second dimension of work 
values is extrinsic values. The mean value of technical group of workers is 
0,73. For non technical workers the mean is 2.77 and standard deviation is 
0.75. The't' value is computed 0.80, which is non-significant. The third 
dimension of work values is of prestige values. For the technical category 
the mean is 4.26 and standard deviation is 1.27. For non technical group the 
mean is 4.40 and standard deviation is 1.29. The't- value' came out to be 
0.82 which is non-significant. Fourth dimension of work values is of 
intrinsic values. The technical group has 3.81 as its mean and 1.16 as 
standard deviation. The non-technical group has 3.85 as its mean and 1.35 as 
its standard deviation. Their't- value' came out to be 0.23 which is non-
significant. The last dimension of work values is of mixed values. In the 
technical categories the mean was 1.71 and standard deviation is 0.57. 
Similarly the mean was 1.56 and standard deviation is 0.73 for non technical 
group of workers. The't-value' came out to be 1.67 which is non-significant. 
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The mean for technical workers for overall work values is 18,78 and 
standard deviation 4.09. The mean of overall work values for the non 
technical group of workers is 18.70 and standard deviation is 4.96. The 't-
value' came out to be 2.22 which is significant at .05 level. 
The above result is indicating that there is a significant difference between 
the mean scores of technical and non-technical group of workers, with 
respect to the overall work values. 
After summarizing the findings of the results obtained, it may be 
concluded that Organizational Health and Work Values have an 
effect on Job Motivation of employees/workers. The results thus 
obtained from relational and comparative study of different groups are 
concluded as under: 
Overall organizational health significantly affected overall job motivation 
among overall textile industry workers. 
Overall work values significantly affected overall job motivation among 
overall textile industry workers. 
Overall organizational health significantly affected overall job motivation 
among technical group of textile industry workers. 
Overall work values significantly affected overall job motivation among 
technical group of textile industry workers. 
Overall organizational health significantly affected overall job motivation 
among non-technical group of textile industry workers. 
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Overall work values significantly affected overall job motivation among 
non-technical group of textile industry workers. 
Problem solving adequacy and morale (dimensions of organizational health) 
emerged predictors of job motivation among overall textile industry 
workers. 
Social values; mixed values; prestiege values and extrinsic values 
(dimensions of work values) emerged predictors of job motivation among 
overall textile industry workers. 
Total organizational health and communication adequacy (a dimension of 
organizational health) emerged predictors of job motivation among technical 
group of textile industry workers. 
Total work values; social values and prestiege values (dimensions of work 
values) emerged predictors of job motivation among technical group of 
textile industry workers. 
Adaptation; problem solving adequacy; morale; goal focus and total 
organizational health (dimensions of organizational health) emerged 
predictors of job motivation among non-technical group of textile industry 
workers. 
Extrinsic values; mixed values and social values (dimensions of v/ork 
values) emerged predictors of job motivation among non-technical group of 
textile industry workers. 
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Technical workers perceived higher organizational health as 
compared to non-technical workers. 
Technical workers perceived higher work values as compared to non-
technical workers. 
Technical workers perceived higher job motivation as compared to 
non-technical workers. 
Technical workers scored low on goal focus factor of organizational 
health as compared to non-technical workers. 
Technical workers scored low on communication adequacy factor of 
organizational health as compared to non-technical workers. 
Technical workers scored low on optimal power utilization factor of 
organizational health as compared to non-technical workers. 
Technical workers scored high on resource utilization factor of 
organizational health as compared to non-technical workers. 
Technical workers scored high on cohesiveness factor of 
organizational health as compared to non-technical workers. 
Technical workers scored high on morale factor of organizational 
health as compared to non-technical workers. 
Technical workers scored low on innovativeness factors of 
organizational health as compared to non-technical workers. 
Technical workers scored low on autonomy factor of organizational 
health as compared to non-technical workers. 
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Technical workers scored low on adaptation factor of organizational 
health as compared to non-technical workers. 
Technical workers scored high on problem-solving adequacy factor 
of organizational health as compared to non-technical workers. 
Technical workers had high scores on social values factor of work 
values as compared to non-technical workers. 
Technical workers had high scores on extrinsic values factor of work 
values as compared to non-technical workers. 
Technical workers had low scores on prestige values factor of work 
values as compared to non-technical workers. 
Technical workers had low scores on intrinsic values factor of work 
values as compared to non-technical workers. 
Technical workers had high scores on mixed values factor of work 
values as compared to non-technical workers. 
After discussion of the results, it has been concluded that in spite of being 
related with each other (due to higher correlations) there are certain 
difference among variables. Overall they are highly interrelated. Only 
sometimes they have differences, which is but natural part of any 
study/research. 
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Discussion and Interpretation 
In the present study, stepwise multiple regression method was 
applied to analyse the data, which had the power of isolating the 
predictor variables in sequence which could have significant 
influence on workers total job motivation. 
Job motivation among overall textile industry workers was 
significantly predicted by problem solving adequacy; morale social 
values; mixed values; prestiege values and extrinsic values respectively. 
These results are there due to many causes. An employee is motivated 
to work when the feelings of well-being, satisfaction, and 
pleasure to work for organization arise and when he can 
perceive organizational problems and at the same time is able 
to solve them. Any organization is believed to be healthy, if it has 
conducive environment, it comes up with the problems, 
contributes to positive attitudes. Positive evaluations of 
organizational attributes lead to organizational and individual 
effectiveness and productivity (Sayeed, 1980; Jadeja, 1995). 
Almost all the work values emerged predictors of job motivation, 
indicating work values to be an implicit factor in determining job-
motivation. This is very true since values expectations have a bearing 
on human relations (Shah, 1969). 
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A deeper analysis of the present investigation reveals that 
overall organizational health, communication adequacy; overall 
work values; social values and prestiege values predicted job 
motivation of technical group of workers. These results are very 
obvious in the present context. Communication is the magic wand 
in the world of present day corporate management. It becomes 
more necessary in managerial/administrative positions as when 
open and two-way communication travels both vertically and 
horizontally throughout the organization, and then only it may 
work in a smooth and orderly manner. Managers have to relate 
meaningfully to others in social situations. They influence 
subordinates by applying authority and power. Thus prestiege 
value is an important work value for them as they are the 
leaders of their organizational team. In a culture specific 
country like India, the level of management has very little to do 
with value system (Ganesh and Malhotra, 1976). The growth of 
the management values becomes ideal for the subordinates (Weiss, 
1978). Work values are able to motivate employees and 
contribute to positive outcomes (Steiner, Gregory, 1987). 
For the non-technical group of textile industries workers, 
adaptation, problem solving adequacy; morale; goal focus; overall 
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organizational health; extrinsic values; mixed values and social 
values emerged as predictors of job-motivation. This may be 
attributed to the fact that, since the non-technical group of workers 
are lowly educated and are unskilled or semiskilled, they have 
shown such a pattern in the results. Most of them have temporary 
jobs, so for them there is a necessity to accept and support 
organizational goals and objectives, and at the same time 
tolerate stress and maintain stability. The value pattern which 
they follow also exhibits their job insecurity. The length of job 
has no influence on job motivation (Alam, S., 1993). 
Furthermore, when technical and non-technical workers were 
compared for the variable of organizational health as a whole, as-well-as 
dimension wise, a non-significant difference was observed which 
contradicted the previous findings (Meenakshi, 1998) but is true for a 
noble and culture specific country like India. A significant difference was 
seen between work values of technical and non-technical workers. The 
technical group of workers scored higher as compared to non-technical 
group of workers both for overall and dimension wise comparisons of 
work values. This is so as the technical workers are basically 
managers who hold conformist values, are conscious and willing 
to accept personal responsibility (Ganesh and Malhotra 1976). It is 
also ascertained that higher qualification is associated with higher 
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commitment to work. It is less clearly associated with an 
expressive work orientation. (Rose, Michael 2005). 
The variable of job-motivation again had a significant difference 
between technical and non-technical workers. Non-technical workers had 
low job-motivation as compared to technical group of workers. This is so 
as non-technical group of workers fall under low income group (LIG), 
whereas technical group of workers belong to the middle income group 
(MIG) or high income group (HIG) respectively. Hence, due to low 
monetary incentive their motivation reduces (Chiu and Randy, 2000). 
Non-technical group of workers belong to low socio economic 
strata of society, which keeps individual's social identity as 
salient. The reduction of self-actualization imparts low job-
motivation among non-technical group of workers (Haslam, Clare 
and Turner, 2000). The technical group of workers has freedom to 
manage things which they believe to be within their sphere of 
influence. This high level of autonomy enhances their job-
motivation too (Sufficool, Tammi, 2002). 
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Implications of the Study 
Results of the present research have special implications for 
the management. Many research evidence demonstrates positive 
evaluations of organizational attributes which directly or 
indirectly leads to organizational and individual effectiveness and 
productivity (Sayeed, 1980; Jadeja,1995). 
The obtained findings yielded some more suggestions. 
Summarizing the findings reported earlier it can be implied that 
organizational health and work values have an enhancing affect on 
job motivation of workers. It was also observed that, high 
organizational health raised the job motivation of both the 
categories of the textile industry workers. On the other hand, good 
work values increased the job motivation of the 
employees/workers. 
Conducive organizational health leads to a harmonious work 
environment and positive work culture. This in turn leads the 
organization on the path of profitability; growth and development 
(Peterson and Wilson, 1998). Management practices that create the 
culture are what matters to organizational success (Pfeffer, 2001). 
Similarly, growth needs also depends upon work values 
(Friedlander, 1965). 
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Limitations of tlie Study 
The findings of the present study are significant in many 
ways but they have their limitations. Since, this study was 
conducted in private sector organizations; the predictors that have 
emerged may not be applicable to public sectors. If the study is 
extended to other organizations as UPSEB, SIDBI, PWD, PHE et 
cetera, it may reinforce our findings. 
Now-a-days, organizational health and its influence on 
employees' behaviour have been emphasized. It can be seen that 
organizational health may be taken as an independent variable to 
assess its influence on job motivation. The second independent 
variable is work values. The work values also have an influential 
effect on employees, behaviour at work place. Work values are 
often related to compensation systems that motivate employees, so 
it is also used to assess its influence on job motivation. Job 
motivation has been a topic of interest for researchers because 
innumerable factors especially situational ones affect them. But in 
our investigation, we have taken it as dependent variable because 
we want to investigate the effect of organizational health and work 
values on job motivation. 
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The findings of the present investigation lack its generality 
as the sub-samples being highly unequal in size fail to give 
consistent results. The researchers on such problems are of its high 
applicability as proper management of organizational health and 
work values are most likely to enhance motivation at work and 
subsequently productive efficiency in organization. 
Summarizing our suggestions, we may be permitted to say 
that larger samples and varied nature of organizations together 
with the addition of new independent/dependent variables should 
be undertaken to study employees' job motivation. 
Further, it is also suggested that this type of research can be 
conducted on the samples of various groups of employees working 
in banking, railways and other industrial sectors with regard to job 
motivation. 
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APPENDIX-I 
ORGANIZATIONAL HEALTH SCALE 
INSTRUCTIONS: 
Below are given some statements relating to the 
administration of an organization. Against each statement there are 
five alternative answers given. You are requested to read each 
statement carefully and select just one alternative which candidly 
express your response in the context of your organization by 
making a tick (v/) under the appropriate column against each 
statement. Do not omit any item and kindly answer all the item* b. 
'^cJidKTi ^jcrreesr cHmcfl 
c f l ^ cms cf55To\ -dHdidoi ^ p"?TrsT5r im^ f ^ ^ f I 
cl^ TcdcJH ^ cp^ToT c^ ^>HI«H'^  CT3TTUI cjot^ a-ft s f ^ ofT I S t t UcT 
c^XRTT • g o t o 3 f ^ cPT 3crT7 $ | 
STATEMENT 
Completely 
Agree 
tH6«Hd 
Agree to 
a great 
Extent 
53^ cTcP 
•d6«Hd 
Agree to 
some 
Extent 
irar cfcp 
iH6«Hd 
Agree to 
Little 
Extent 
^ ^ 
3 ^ cTcp 
^ 6 « H d 
Completely 
Disagree 
3l^6c«ci 
This organization and the 
employees working with it have 
a common goal. 
Different individuals working 
with this organization have their 
activities directed towards 
achieving the goals of the 
organization. 
fgrfa-TS^ cZffgrT o f t ^ ^ 
ci l fdiclR-RTt cf5t T>Hc)|6c1 c^ 
c j>2^ f I 
The Policies and goals of this 
organization are based on well 
thought out plan of action so 
that the personal social and 
cultural needs of each member 
are adequately made. 
W^ Ti4c)i6oi cifl" cfrt^raf ucf 
^fTR^lgfcrcf? STTcT^-i jcbdlsff c?5t 
4, The goals of this organization 
are within the reach of the 
members. 
TUd^-xyf ^ x T ^ ^ a-ftcTtf 
This organization has made a 
fine arrangement for imparting 
necessary information to every 
employee. 
o lMctD l^ ycTT^ c l>J^ ^ 
There is no unnecessary waste 
of time because of a faultless 
communication arrangement. 
tFRRT cf^t ^]f5r 5 T # 5 k f t % I 
7. There is such an arrangement in 
this organization for the 
member that he can see without 
any hesitation his senior officer 
supervisor or colleague, 
^ ^ cHTcTferr ^ fcf5 t 
srfejcbi^, f^rfl'^Tci? 3T2jcrr 
There is built in mechanism to 
carry on normal routine work. 
Tcrar % I 
9. 
10. 
All the members working with 
this organization enjoy the 
feeling of equality and therefore 
the conflicts are minimum 
Every member of this 
organization is well aware of 
his position, powers and 
responsibilities. 
11. 
12. 
There is no power centralization 
in this organization but powers 
and responsibilities are assigned 
to the deserving persons. 
^ ^ iU\ci,cr\ ^ § T f ^ cJ5T 
Routine decisions in the 
organization are taken by the 
head of the organization 
(manager) and the employees 
together and the policy 
decisions are taken at the top 
level. 
13. 
14.. 
15. 
4Rici5 loiuidj H^cji6c7f ar 
c b c H ^ l R ^ l ^ l i l Iciel o l i d 6 
UcJ cilld-iJl cjo IcHuliJ ^ L | i 
cto e l l J i r ^ I ' i l 6\ Id-il «Jiid 
f I 
The employees of this 
organization do not feel 
fatigued or boredom due to 
sound co-ordination system. 
0iH i^ c)|<io^  eta ct5cHrjiil yg,qa 
^HtHcclil d->i ci^  cbRUI ycJoH 
c 1 ^ ClOxicI ^ 1 
Every member working with 
this organization is well aware 
of his duties and responsibilities 
towards the organization. 
cbdcejl Uc| IvjicKHdil^ ejl cb 
Gll^ cfi' 3 i c jd |d "^ 1 
There does not exist any 
inconsistency between the 
expectations of the employees 
and the capacity of the 
organization to fulfill them. 
c|3cHr||),»^| cbl 3^q"^^3^T UcT 
^flUTSSr cm 3^6 ^u) c|3i<H <H 
16. There are ample opportunities 
for the employees to be kind of 
persons they want to be. 
17, Every member of this 
organization is aware of his 
position. 
3 f q ^ fz-erfcT ^ sicjdid % I 
.18. Every member tries to continue 
with this organization. 
yc^cJ5 ^Hc i i ^ iHd|6c1 ^ GT^ 
7 ^ W] "5r5ir5T c]pid\ %\ 
19. No member would ordinarily try 
to leave the organization. 
iU\6o\ c^ S^ t i l ^d l l I 
20. The employees of this 
organization offer the credit of 
their personally accomplished 
achievements to the 
organization. 
^^ xiHoicicH c^ ms^mft f^cra" 
clot csrf^rnJTcr • ^ ^ ^ SffufcT 
cjft" ^ 3MclffiE."Rff cI5T ^ 
'iU\6ci c?5t ^ ^ I 
21. The employees of this 
organization are aware of how 
many of the goals before the 
organizations are accomplished. 
22. 
23. 
24. 
25. 
• -\ r 1^  ^ 
^^H liHdlcicI ca cbcHrll-il ^^M-\ 
3fcJ0Id ^ Rb iHdlciol cB 
The employees working with 
this organization never feel 
inconsistency between what 
they are and what hey should 
be. 
^i^ •<i^ c)|6c^ cH cjDliJTld 
clac^frllRiTf ^1^1 cb'c^il -dfl $^H 
3^l^^<)l[d cioi 34^'CHCJ C I ^ 
Ucl 3crg cMJI 6 M I ^l l^ 'M 1 
There is a strong "We" feeling 
among the employees of this 
organization. 
IHIcJcll "^ 1 
Every employees of this 
organization is conscious of his 
right as well as duties. 
^•iA iHOIcicl cbl SJoiic^) 
yc| chjdcejl c|3 sii-i «H H^Tjd 
All the employees of this 
organization are constantly 
active for the progress of the 
organization. 
26. The employees of this 
organization are provided the 
encouragement for the creative 
work. 
yloni^t^ -gcHcT iferr UTTCTT 
27, Every employee of this 
organization works punctually. 
28. Every employee of this 
organization tries to make his 
work useful. 
cJTZcTT % i 
29. Before accepting the outside 
informations they are evaluated 
in terms of their usefulness and 
quality in the organization. 
^ fcr§-nsfcTT c^ -gjTi fcfjen-
ul ld l % l 
30. 
31. 
32. 
33. 
Environmental stimulation is 
responded to in such a manner 
that balances between outside 
demands and the demands of the 
organization are properly 
maintained. 
3 m ^ I 3 1 l TJcJ ^H0|6«H cbl 
S i O w s f l <t> <H^SJi\ iiH|cHu1i-i| 
C|5|dJ<H ^ ^ 1 
Member of this organization are 
capable of objectively assessing 
the situation under which they 
are working. 
6 lv3l<7)cH d c |3l4 cb-dd 6 1 
The employees of this 
organization feel free to express 
their opinions regarding the 
matters concerning the 
organization. 
• • n o ^ "v o 
cb-iH 6ci -i-cidcH 6 1 
The members are well aware of 
the total surrounding and hence 
they can make an effective use 
of it. 
r ^ "^  ^ 
i-1 31c|d |d 6 ^•iHlcliJ cj 
34, 
35. 
36. 
Pv "s 
iAc^d 6 1 
When employees find any 
inconsistency between outside 
expectation and expectations 
within the organization they 
bring a necessary change in 
their work situation. 
olsl ct3<*(r]|^ c l l^ej 3iOiMI3il 
UcJ iU\6o\ c|3 aTldT» cjfl 
d l d 3^L|o^l cbl-il LlUU-yid 
f 1 
The organizational system 
operates in such a manner that 
its stability is maintained. 
^Hc)16cHlctHcb dcrM •^ •^ ^ in^ i\ 
ct5|i| ct^-ddl 6 icb 3TiH<^| 
U-yxidI Glcjl ^ ^ d l 6 1 
The organizational system has 
built in mechanism to absorb 
shocking episodes while 
adapting to the environment. 
MiAr!A cJ6 clldlclxiui do 
31^cloc1 s|c7i iHcio I 
37. 
38. 
39. 
40. 
The employees of this 
organization solve the problems 
without being emotional. 
^HtHxl-^l3iT <t>\ isloll a-II^c|5 
^ U ^ c H ^ l d 6 1 
Problems in this organization 
are solved in such a way that 
the same problem does not 
occur in near future. 
^^H ^Hc>l6o1 cH ^HcHxl-^IU UTI-1 
a-ilcJCyil cH c1 3'MI I 
There is a smooth adaptation of 
the organization to the changing 
environment because of the 
effort made by its members. 
^^ci,^•^n' ci^ wiii^^ CJD <t>\iu\ 
3^^c^| jci-iji 6 i 
In this organization the solution 
to the problems is brought 
honestly, systematically and 
without indifference to them. 
[^c\ IGICTII jcij^ l^ aHcj'cHlcj cb 
APPENDIX-II 
WORK VALUE SURVEY 
INSTRUCTIONS: 
Below given certain items for measuring work values. You 
are required to rate each on a scale from 1-very important, 2-
important, 3-not important; to 4-not at all important in 
response to the questions, how important is each of the following 
to you in choosing on occupations? 
^ft% ^ © 3RT cj5Rf cHIMc|3 cfst cHIM<^ ^ y c i M 1 % ^ 7ST^ % | 
3TTCr 3 ^ TJcfD 4M1" ^ MRCHIMCTI cjDTSrr % - l .3Tf£Tc?5 dH6ccl4u[^ 2 . 
3 r fR" clot y lc lRtJ^ I oiJdrl c}575TT ^ , 3TTOc^ f e T ^ cdJcJ^Hlty ^ S f ^ ' ^ 
1. Good salary and work conditions. 
2. Job Security [Permanent Job, Pension]. 
c f 5 R f - ^ ^ (j-STRfl" <^<t>^, "^?T5f) I 
3. Interesting and varied work. 
4. Work with people. 
5. Prestigious, highly valued work. 
yfcH^IcJM TJcf 3TfcT J^TTOTlfsTcT cfST^ I 
6. Work in which you are your own boss. 
[1 
[1 
[1 
[1 
[1 
[1 
[2] [3] [4] 
[2] [3] [4] 
[2] [3] [4] 
[2] [3] [4] 
[2] [3] [4] 
[2] [3] [4] 
7. Contributing to people and society. [1] [2] [3] [4] 
8. Authority to make discussion over people. [1] [2] [3] [4] 
criloil ^ 3^07 fcTcTR: fcr3T§f cf>2^ cm 
3TlWcl5r?l 
9. Social contact with co-workers. [1] [2] [3] [4] 
10. Opportunities for occupational advancement. [1] [2] [3] [4] 
Social Item No. 4,7,9 
Extrinsic Item No. 1,2 
Prestige Item No. 5,8 
yfcpssr am ci3<H]<t> 
Intrinsic Item No. 3,6 
^jcra-j^ 3TJT cf3cHi<+) 
Mixed Item No. 10 
APPENDIX-III 
JOB MOTIVATION SCALE 
The following statements pertain to your work situation. 
Please read carefully and indicate the extent to which you find 
them satisfying. Each statement evaluated as suggested below: 
Against each statement a bracket has been provided, 
(in one line) 
> If you are VERY MUCH SATISFIED then put (5) in the 
bracket. 
> If you are SATISFIED then put (4) in the bracket. 
> If you are SLIGHTLY SATISFIED then put (3) in the bracket. 
> If you are DISSATISFIED then put (2) in the bracket. 
> If you are VERY MUCH DISSATISFIED then put (1) in the 
bracket. 
In this manner each statement is to be evaluated from 1 to 5. 
RicMfeifwd mem sirqc^ cfjRf f^rsrfETci" •ql^-erfcRit ^ •3Tsif£TcT 
^ I c^ q-STT ^ 5 ^ ssiTsrqcfe ^% TJcf : j ^ j^fl^ TT m\ GldcrillJ foRT j^fTaTT 
^^T^ "^ fci5^rr o\<m %: 
iJoilcb cFTcfer c^ 3TWt TJcp cj^tcicb fecfT UFIT ^ ("Gfcli Tiflw ^ ) 
^7f^ 3TTq" W ^ 3Tf£TcI5 ^5T^SS % eft cblt<i<^ ^ (5) 3T1C}5CT cf5^ I 
^l1% 3TTq" -dH c^ ii<i "^ eft cI5tTS5cTD ^ (4) 3i[chd cf^ I 
Srf^ 3TTXr eft% ^ xJ-ic^ Cci f eft < "^lbcic|3 ^ (3 ) 3Tf^5cf cJ5tl 
^rf^ 31TCr S f f f g ^ f eft cI5t<S5cP ^ (2) 3ffcf5cT cI5^ I 
^if^ 3TTq- cIgcT 3rf£Tcl3 3 ^ ^ ^ ^ f eft cPt^Scp ^ (l ) 3tf£Rier 
cJ5tl 
^ ^ Pcf^R ^ ye^c|3 cncf5T 1 ^ 5 eTc}5 a^c^jRhd f ^ ? ^ 
uli-iloii I 
S.No. Item Response 
1. To complete a job successfully 
cTRf cf5t ^2TO5cTcTTTJcfcP cI575fr I 
2. To like the actual tasks involved in getting the job done. 
3. To be singled our for praise 
4. To gain responsibility for own or others work in a job 
oTlcb^ ^ s r q ^ 31-eTcn" ^ ^ c^ ci^ ref i :g 3cr1xL4lRlcx| 
5. To change status through promotion 
•qcTfcerfcT "gnr f%eifrr ^ MRcicfei 
6. To be happy with one earnings 
^:<ra" c^ TTTf%«rf^TcJ5t ^ ^§?fft ^ Z F ^ 
7. Change in a job which could lead to further growth 
edictsil ^ Glclcllcl o f t fcf? 355Tfcr ^ S r g R T ? cf^ZcTT " l ^ 
8. To experience satisfying social interactions 
9. To obtain social status through job 
10. To have greater autonomy for work schedule 
11. To experience satisfying social interactions with one's 
boss 
sr^a-TcT ci>z5rr 
12. To experience satisfying social interactions with one's 
CO workers 
( ) 
13. To have competent supervisors ( ) 
14. To be in an organization (institution) with good policies ( ) 
and administrative procedures 
^Hdi6ci (?rfen) ^ t^5TT foRTcf?|- ^g^ftfcraT i?cf sTr^r 
15. To be given more responsibility in the job ( ) 
16. To have good physical surroundings on the job ( ) 
cpT2f 7-STcT tT f 3 r ^5 r c||ci|cj^u| ^ t ^ f f 
17. To have one's personal life affected for good, by ( ) 
occurrence on the job 
cdhcbXl ^ "Srar f^ fuf t uflclcl - ^ STrBT^ %^ W!^^ 
18. To have objective as indications of security (such as job ( ) 
tenure and company stability) 
3 ^ § ^ cm ^<?TT ^i;c\cb ^ ts r r (3cil6TlU|d: cflct5^ clft 
19. To have housing facilities ( ) 
20. To have more opportunities for promotion of efficient ( ) 
employees 
21. To get transportation facilities ( ) 
22. To have health suitable for the job 
23. To like leave policies 
24. To have opportunities for recreations 
25. Experiencing no feelings of castism on the job 
cflct^^ -^ ollidcJIci cjft" ^-d-Tl aft c R ^ 'Snt a-llcldl cm 
26. To get medical facilities 
27. To have mobility with regard to work 
28. To participate in decision making process 
fwofsr cf5z^  ^ a-iiaflcii^  Ffwr 
